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Chapter-1 
 
 
 
 
 
 
 
 
 
The ensuing chapter has been presented with the main motive of justifying the 
relevance of the present study. It has been supported by the objectives, need and 
hypotheses set for the present study. 
 
 
 
 
very organization needs to be dynamic and growth oriented not 
only to withstand but to succeed in the fast changing and 
competitive environment of the 21st century. Primarily of utmost 
importance an organization is poised for the growth and dynamism only 
through efficient and effective efforts of its human resources. The people 
within an organization form its human resources. Human resource and/or 
human capital constitute the total workforce of an organization. This 
workforce figures the most important and precious resource of an 
organization as it plays an intricate role in the success and operations of an 
organization regardless of its size, location, nature etc. Human resource 
and human talent are the real resources and high organizational 
performance is believed to depend on high human competence. Vareta 
(2001) concluded in his study that the more efficient and capable human 
resource an organization possesses, the more will it succeed in the present 
E
competitive 21st century. Human resource is like tyres and pistons of a car 
and just like a car an organization can go nowhere if these parts are not 
oiled correctly. It is an established fact that for the effectiveness and 
efficiency of an organization competent, able, proficient, nimble, dynamic 
and skilled employees are unquestionably mandatory. Dynamic people can 
build dynamic organizations. Effective employees can contribute to the 
effectiveness of an organization. Competent and motivated people can 
make things happen and enable an organization to accomplish its goals. 
Therefore organizations should continuously ensure that the dynamism, 
competency, motivation and effectiveness of employees remain at high 
levels (Roa, 1992). In view of this, the development of human resource has 
gained rising attention in the last decade from human resource specialists, 
professionals, chief executive etc. Katz (1974) has argued that employees 
need a multiplicity of competencies like knowledge, skills in technical 
areas, behavioral, human and conceptual areas, thus necessitating the need 
for training and development.  
  Training is given the highest priority as it is directly involved 
in skill building and development (Roa, 1992). The main objective of 
training is to develop new and hidden qualities in employees to accomplish 
the objectives and to meet the emerging challenges. The concept of 
training exists since time immemorial.  However, its beginning could be 
traced back to the Stone Age when knowledge was transferred through 
signs and actions to others. It gained significance during the Second World 
War when need was felt to train new foreman on an emergency basis 
(Saidayain, 1988). Gradually training spread to an extent where it engulfs 
all the levels of organizations now-a-days.  
 Training is a systematic and planned process of imparting and 
providing learning experience in order to bring improvement in 
employees’ performance and enable them to make their contribution in 
greater measure in meeting the objectives and goals of an organization. 
Patel (1946) has rightly endorsed in his studies training as a means of 
improving human potential and increasing the efficiency of personnel. 
Further, Mello (2001) came with somewhat similar conclusion stating that 
if an organization has invested in training its workforce, it then makes a 
sense to develop them in such a way so as to put to use their skills and 
talents. Organizations that, for whatever reason, are inclined to treat their 
employees simply as a cost or commodity, and hence fail to invest in 
training and development activities can’t be meaningfully said to be 
practicing human resource management (Keep, 1989). Realizing the 
emerging realities, the leading employers in Japan, USA, Germany and 
Singapore exhibit a greater degree of commitment to training and spend 
more than 13% of their turnover on training (Gani & Riyaz, 1997). 
  Few organizations think training sufficiently central to their 
business, the great majorities do not see it as an issue of major importance 
but as an overhead which can be cut when profits are under pressure 
(Cooper & Lybrand, 1985). In India, though the government, trade unions 
and political parties exhort organizations to put training high on agenda for 
a greater competitive advantage, evidence that the organizations are 
increasingly investing in human resource by way of training is lacking. 
According to a study, while the average cost of human resource in India is 
of the order of 9.86 percent of the total turnover, the average cost of 
training works out to 0.017 percent only of the total cost of human 
resource (Saiyadian, 1995).                    
 The case for training stands firm. It has deep roots and is 
broadly based. Lynton &  Pareek, (1996) in their research study have come 
to the conclusion that the present inadequacies of training may be glaring, 
but at the same time they can be examined and also removed and real 
progress can be made in action.  
Need For the Present Study 
 The current competitive environment demands that 
organizations especially service oriented should possess well trained, 
highly knowledgeable and skillful employees. The effectiveness of training 
is the strongest weapon in the hands of an organization that leads it 
towards the accomplishment of its objectives. A study conducted by 
Mehray & Rao (1999) endorsed that training with regard to skill 
deficiencies not only improves employees’ self-confidence, performance in 
terms of increasing quality of services, reduced amount of supervision but 
also improves their overall performance which employees themselves 
express. Training and development, is no doubt, the very essence of every 
organization. The success level of training and implementation of training 
methods can be estimated by the degree of improvement in organizational 
performance. Large establishments like British Airways have made large 
investment in service improvement and staff training and the business 
results have been impressive (Kohli & Sinha, 1994). Among the Indian 
industries, BHEL, BEML Voltas and host of other notable 
firms\companies showed encouraging results on switching to training 
programs. 
 A number of research studies have been conducted in India 
and abroad regarding the training evaluation and its effectiveness but so far 
the service sector especially educational sector is concerned, not much has 
been done in India and even very little in the state of Jammu Kashmir. 
Jammu & Kashmir has remained neglected in this sector from the attention 
of researchers and scholars.  In service sector of Jammu & Kashmir, the 
educational sector forms one of the imperative portions. Educational sector 
is something that lays down the foundation of a nation. Within the four 
walls of this sector the task of building our nation takes place continuously 
on a regular basis. As can be rightly argued that the main purpose of 
education is to train young people to earn an income in the future, while at 
the same time contributing to their society’s economic development is also 
its motive. The key concern in this way of looking at education is to bring 
about prosperity both for the individual and the society (Francis, 2000).  
A teacher is believed to influence the students’ efficiency, 
performance, outcome and their overall development and achievement. 
The effectiveness of a teacher in a classroom depends upon the 
effectiveness of teacher training. The performance of a teacher in the 
process of education is related to the set of knowledge and abilities which 
he possesses. Rasul(1992) and Glaser (1989) have rightly argued that 
training is important for effective teaching and learning. They further 
echoed in their study that training programs are essential for qualitative 
improvement in education. Recognizing the overarching contribution of 
teachers in the overall efficiency and performance of students, the Minister 
for Human Resource Development in India, in one of the recent interviews 
in Economic Times, strongly emphasized the need for teacher training. 
 Since a number of efforts are being taken for teacher training, 
yet the estimation of outcomes have remained unexplored. Further, the 
researchers have been profoundly biased towards the educational sector. 
Therefore, the present study assumes a considerable importance in view of 
the above mentioned and following reasons: 
Research Gaps: 
1. Studies on training and development in schools are in its infancy, 
with a very few studies explicitly focused on it. 
2. No study has been so far undertaken on training and development in 
educational sector in the State of J&K. 
3. Evaluation of training outcome is particularly the segment which has 
remained completely unexplored. 
 It is against this backdrop that the present study was 
undertaken to study the evaluation of training effectiveness in the 
educational sector of Jammu & Kashmir. Since huge financial and human 
resources are employed for imparting the training programs, therefore, it 
becomes mandatory to evaluate its outcome. It is only by way of 
evaluation that the actual picture of training programs can be brought to 
front. 
Objectives 
The present study was conducted to evaluate the effectiveness 
of teacher training programs in the government run schools of Srinagar 
District of Jammu & Kashmir. 
The following were the main objectives of the study:- 
1. To assess the effectiveness of training programs in terms of its 
immediate/affective learning from the sample trainees. 
2. To assess the effectiveness of training programs in terms of its 
utility/actual transfer of learning from the sample trainees. 
3.  To make a critical evaluation and assessment of criteria for 
selection of trainees. 
4. Assess the improvements in the trainees’ learning and its transfer at 
the workplace from the Headmasters of the training participants. 
5. To provide all possible, curative and valuable suggestions to the 
State administration in making and devising  the relevant and 
salutary and constructive training programs for its employees for the 
good of the government institutions and well being of the State.              
Hypothesis 
The following hypotheses were set for the present study: 
1. Ho: There will be no difference between mean scores of teacher 
trainees on immediate learning and utility learning. 
H1: There will be difference between mean scores of teacher trainees 
on immediate learning and utility learning. 
2. Ho: There will be no difference between mean scores of 
Headmasters and mean scores of teacher trainees on transfer of 
learning on actual job practices. 
H1: There will be difference between mean scores of Headmasters 
and mean scores of teacher trainees on transfer of learning on actual 
job practices. 
 
 
 
 
 
 Chapter Plan 
The entire study and the results thereof are presented in the following five 
chapters:- 
1. Introduction  
This part of the study discusses the concept and importance of training. 
The need for the present study, its objectives, and hypotheses are also 
discussed in this chapter. 
2. Methodology and Sample Selection                                                  
 This chapter explains the methodology adopted by the researcher and the 
sample selected. In addition, the development of questionnaire forms an 
integral part of this chapter.                                                       
3. Review of Literature 
In this chapter the extant literature on the said subject has been thoroughly 
reviewed and discussed, also the research gaps thereof have been 
identified. 
4. Results and Discussion 
 This chapter is based on the findings of the sample survey conducted for 
the present study. The outcome and results have been analyzed, interpreted 
and discussed thoroughly with the help of relevant statistical tools and 
techniques. 
5. Conclusions and Suggestions 
 This chapter concludes the thesis by summarizing the findings of the 
study. Furthermore, suggestions for improving the training programs in 
the Government Schools have also been included in this chapter.  
 
Chapter-2 
 
 
 
 
 
 
 
 
 
This chapter discusses the methodology adopted for the attainment of the study 
objectives. The development of questionnaires forms an important section of this 
very chapter. 
 
 
 
 
n order to attain the study objectives the researcher, after 
reviewing the extant literature, found that no suitable 
questionnaire was readily available which could be adopted to attain the 
study objectives. Therefore, the researcher came up with a set of 
questionnaires which were framed and developed in the context of the 
study objectives. These questionnaires were based on the Kirkpatrick’s 
training evaluation model.  
 The researcher had chosen the teachers of government schools 
as sample for the present study. The rationale for studying the government 
schools is that lot of efforts are being taken for teacher training programs 
with the purpose of maintaining and updating their skills. How far these 
 I
efforts are adequate and how far they have gone deep into their veins calls 
for its serious evaluation and assessment. 
 Keeping this in mind, the study was carried out in different 
government schools of Srinagar district. A total number of three different 
questionnaires were developed which were administered among the 
teacher trainees and their respective Headmasters. 
Questionnaire Development  
           The very first questionnaire aimed at measuring the 
immediate\affective learning and satisfaction of teacher trainees. At the 
very outset, this questionnaire comprised of 51 items which were 
developed after keeping in consideration the study objectives. Later, the 
number of items was reduced to 45 after incorporating the changes and 
suggestions of various experts chosen from within the campus with whom 
the questionnaires were shared for further improvement. Then the 
questionnaire of 45 items was distributed among thirty (30) randomly 
selected teachers for pilot study who had recently attended the training 
program. Respondents were requested to give their responses on a 5-point 
Likert Type Scale ranging from Strongly Disagree to Strongly Agree with 
the intermediate responses as Disagree, Neither Agree nor Disagree and 
Agree. 
  The responses received from all the 30 teacher trainees were 
subjected to Factor Analysis in order to make the questionnaire more 
reliable. The following table shows the results derived:- 
Table 2.1 Results of Principal Components Analysis (using SPSS) 
Item No. Items Initials Extractions 
1 The overall training program was quite 
effective 
1.000 .389 
2 Training material provided was quite 
adequate 
1.000 .921 
3 I am very much satisfied with all aspects of 
the training event 
1.000 .842 
4 My  career objectives were being taken care 
of during the training program 
1.000 .873 
5 This training is among the best trainings I 
have received 
1.000 .861 
6 Teachers can learn more from books and self-
study than from attending training programs 
1.000 .909 
7 I would suggest my colleagues to go for same 
training 
1.000 .895 
8 The usefulness of the program is far from 
reality 
1.000 .878 
9 The overall training program was designed as 
per my expectations 
1.000 .881 
10 The overall training  program was quite 
helpful 
1.000 .940 
11 The training was too difficult to understand 1.000 .830 
12 The training was too technical to understand 1.000 .940 
13 I delivered a lot of benefit  through my 
interaction with the trainers 
1.000 .857 
14 My strength(s) and weakness(s) were detected 
by the trainers and discussed with me 
1.000 .872 
15 Training needs to be imparted from time to 
time on a regular basis 
1.000 .920 
16 The opportunity for interactive participation 
was quite satisfactory 
1.000 .942 
17 The training program was designed in 
accordance with the areas in which I wanted  
to expand my knowledge 
1.000 .835 
18 Teaching skills are inborn into the person and 
training makes little difference 
1.000 .887 
19 Teaching skills are learnt by experience  and 
training makes little difference 
1.000 .844 
20 The trainers were more than beating the 
bushes than discussing the subject matter 
1.000 .257 
21 The trainers delivered the material in clear 
and comprehensive ways 
1.000 .869 
22 I perceive that the skills of the trainers were at 
par with the requirements 
1.000 .385 
23 The trainers were quite helpful 1.000 .836 
24 The trainers were well prepared 1.000 .390 
25 The trainers were knowledgeable  1.000 .730 
26 The training provided has a good deal of 
relevance to my work situation 
1.000 .328 
27 After undergoing training I feel more 
confident to tackle unexpected events with 
skill and confidence 
1.000 .871 
28 The training program seems to help me in 
acquiring teaching skills 
1.000 .932 
29 Training program proves helpful in preparing 
me for classroom practices 
1.000 .891 
30 The training  program did not help me to find 
any changes in my personal development 
1.000 .902 
31 The training program did not cater to what the 
organization expected me to get out of it 
1.000 .763 
32 The materials  were placed at the right level 1.000 .783 
33 The presentation of the material  was very 
satisfactory 
1.000 .851 
34 The refreshment provided was of good quality 1.000 .259 
35 The training program provided a comfortable 
setting  
1.000 .877 
36 The lighting and other arrangements at the 
training venue were satisfactory 
1.000 .895 
37 The LCD projectors, OHP and other audio 
visual aids were used as tools to impart 
training   
1.000 .915 
38 The use of teaching aids like LCD projectors, 
OHP  and other audio-visual made training 
session interesting 
1.000 .779 
39 The classroom ambience was encouraging 
and attractive 
1.000 .885 
40 My time during the training  program was 1.000 .902 
utilized effectively 
41 The schedule for training program provided 
sufficient time to cover all the proposed 
activities  
1.000 .894 
42 The training program was imparted at the 
most appropriate time 
1.000 .376 
43 Training program was organized at 
convenient place for majority of the 
participants  
1.000 .939 
44 Training program was sufficiently 
coordinated in accordance with the existing 
curriculum 
1.000 .862 
45 Training program was sufficiently 
coordinated in accordance with the realities of 
classroom 
1.000 .808 
Bold values represent loadings below 0.40. 
 
 From the above table, it was found that only 38 items had 
loadings above .40 and thus were retained for further analysis and the rest 
of the items with loadings less than 0.40 were eliminated. These 38 items 
were then named and grouped under 08 different dimensions\parameters 
based on Scree and opinions of experts. Their definitions and the items 
under each one of them were as under:  
1. General Satisfaction:  
General satisfaction refers to the contentment that the trainees felt from the 
training program. Therefore, this dimension was developed with the 
motive of assessing the trainees’ level of contentment. The items under this 
dimension were: 
1. Training material provided was quite adequate 
2. I am very much satisfied with all the aspects of the training event 
3. My career objectives were being taken care of during the training 
program 
4. This training is among the best trainings I have received. 
5. Teachers can learn more from books and self-study than from 
attending training programs. 
6. I would suggest my colleagues to go for same training. 
7. The usefulness of the program is far from reality. 
2. Attitude:- 
Attitude refers to the tendency of trainees to respond positively or 
negatively towards the training program. This dimension was developed 
with the intention of measuring the trainees’ tendency. Following were the 
items put under this dimension:- 
8. The overall training program was designed as per my expectations 
9. The overall training program was quite helpful 
10. The training was too difficult to understand 
11. The training was too technical to understand. 
12. I delivered a lot of benefit through my interaction with the trainers 
13. My strength(s) and weakness(s) were detected by the trainers and   
              discussed with me. 
14. Training needs to be imparted from time to time on a regular basis. 
15. The opportunity for interactive participation was quite satisfactory 
16. The training program was designed in accordance with the areas in 
which I wanted to expand my knowledge 
17. Teaching skills are inborn into the person and training makes little                 
difference. 
18. Teaching skills are learnt by experience and training makes little 
difference 
3. Trainers\Facilitators 
Trainers involve the people responsible for the deliverance of training 
program to the teacher trainees. The items under this very dimension 
attempted to check the trainees’ perception with regard to the trainers. The 
items under this dimension were:- 
19. The trainers delivered the material in clear and comprehensive ways. 
20. The trainers were quite helpful. 
21. The trainers were knowledgeable. 
4. Training Usefulness 
It refers to the utility and usefulness derived from the training program. 
This dimension was framed in order to assess the perception of teacher 
trainees with regard to the utility of the training program. The items under 
this dimension were:- 
22. After undergoing training I feel more confident to tackle unexpected 
events with skill and confidence. 
23. The training program seems to help me in acquiring teaching skills 
24. Training program proves helpful in preparing me for classroom 
practices. 
25. The training program did not help me to find any changes in my 
personal development 
26. The training program did not cater to what the organization expected 
me to get out of it  
5. Content Delivery 
Content delivery refers to the presentation of subject matter and the 
material. The main purpose of items put under this dimension was to check 
out the trainees’ insight with respect to the presentation of the subject 
matter and the material. The items under this dimension were:- 
27. The materials were placed at the right level. 
28. The presentation of the material was very satisfactory. 
6. Facilities 
Facilities refer to something designed, built, installed etc. for serving a 
specific function, thereby, affording a convenience or service to the 
trainees. This dimension intended to measure the level of satisfaction of 
teacher trainees with regard to the facilities provided to them during the 
training program. The following were the items under this dimension:- 
29. The training program provided a comfortable setting. 
30. The lighting and other arrangements at the training venue were   
satisfactory. 
31. The LCD projectors, OHP and other audio visual aids were used as 
tools  to  impart training 
32. The use of teaching aids like LCD projectors, OHP and other audio-
visual made training session interesting. 
33. The classroom ambience was encouraging and attractive 
7. Timeliness/Location 
Timeliness, in the context of this questionnaire, refers to the overall 
management of the training time and location refers to a particular place 
where the training program was delivered/conducted. This dimension was 
framed with the objective of assessing the satisfaction level of teacher 
trainees with regard to their utilization of time during the training program 
and the venue set for the deliverance of training program. The items under 
this dimension were: 
34. My time during the training program was utilized effectively. 
35. The schedule for training program provided sufficient time to cover 
all the proposed activities 
36.  Training program was organized at convenient place for majority 
of the participants 
8. Training Organization 
It refers to the overall design of the training program like planning how 
and why of training programs. The items under this dimension were:- 
37. Training program was sufficiently coordinated in accordance with the 
existing curriculum. 
38. Training program was sufficiently coordinated in accordance with the 
realities of classroom 
Utility/Actual Transfer of Learning 
 As the demand of the study objectives, another questionnaire 
for teacher trainees was developed in order to examine the application of 
learned knowledge by the teacher trainees on actual job practices. This 
questionnaire comprised of 12 items under three (03) dimensions. Their 
definitions and the items under each one of them were: 
1. Teacher performance /Improvement 
Teacher performance\improvement indicates the extent of enhanced and 
improved performance of teacher trainees. This dimension aimed to 
examine the level to which the teacher trainees’ performance was 
improved by way of training. The items put under this dimension were as: 
 Indicate the extent to which you believe that the training program you 
attended: 
1. has helped you to utilize your strengths and overcome your 
weakness(s). 
2. has helped you to tackle unexpected events in classroom with more 
skill and confidence. 
3. has helped you to handle and improve classroom discipline. 
4. has provided a climate for you overall growth and development 
 
 
2. Teacher Motivation and Satisfaction 
Teacher Motivation and Satisfaction refers to the stimulation of teachers to 
behave in a more satisfactory manner. This dimension attempted to 
measure the level of long term satisfaction and motivation of teacher 
trainees. The items put under this dimension were as:- 
Indicate the extent to which you believe that the training program you 
attended: 
5. was relevant to your work situation 
6. has increased the motivational level due to the application of your 
learned knowledge on actual job performance. 
7. has developed a sense of responsibility and accountability within 
yourself. 
8. has increased the level of job satisfaction. 
9. was lacking practical orientation. 
10. was practicable\transferable to actual job. 
3. Teacher Knowledge 
Teacher Knowledge refers to the know-how of teachers regarding the 
teaching skills, subject matter etc. This dimension attempted to measure 
the perception of teacher trainees regarding their improved\increased 
knowledge as a result of their participation in training programs. The items 
under this dimension were:- 
Indicate the extent to which you believe that the training program you 
attended: 
11. .has led to the improvement and increase in your knowledge and 
skills. 
12. was inadequate in terms of the knowledge imparted 
At the end of the questionnaire, the respondents were allowed to share their 
opinions and other views freely. 
Assessment of perception of Headmasters with regard to transfer of 
learning on actual job practices by the teacher trainees 
The third (3rd) and last questionnaire was developed for 
Headmasters. This questionnaire attempted to assess the perception of 
Headmasters with regard to the application and transfer of learned 
knowledge by the teacher trainees on their actual job practices. This 
questionnaire had also a set of twelve (12) items put under three (03) 
dimensions which were framed by the researcher keeping in view the 
objectives of the present study. The items corresponding to their 
dimensions were as:- 
1. Teacher Performance 
Teacher Performance, here, refers to the extent of improved performance 
of teacher trainees as observed and perceived by their headmasters. The 
main objective of this dimension was to assess the perception of 
Headmasters regarding the change or improvement, if any, in the 
performance of teachers. The items under this dimension were:- 
Indicate the extent to which you believe that the training program attended 
by your teachers: 
1) has catered to what the organization expected the teacher trainees 
to get out of it 
2) has made the teachers to act more responsibly 
3) has reduced the number of complaints from the students and their 
parents 
4) has helped the teacher trainees to overcome their weakness(s) 
5) has helped the teachers to contribute positively towards the 
overall management of school affairs 
6) has resulted in greater positive changed behavior 
 
 
2. Student Performance and Achievement 
Student Performance and Achievement, here, connotes the resulting 
enhanced performance and achievement of students. This dimension 
intended to check the extent to which the teacher trainees had been able to 
contribute towards the overall performance and achievement of students. 
The items under this dimension were:- 
 Indicate the extent to which you believe that the training program attended 
by your teachers: 
7) has paved a way to bring improvement and motivation among 
students 
8) has resulted in improved classroom discipline 
9) has resulted in improved students’ performance and achievement 
10) has proved to be the wastage of time, money and efforts 
3. Teacher Motivation 
It can be defined as the process whereby the behavior of teacher trainees is 
energized and directed towards the best possible way. Therefore, this 
dimension aimed at assessing the level of interest and motivation created 
among teacher trainees by way of imparting training programs. The items 
under this dimension were: 
Indicate the extent to which you believe that the training program attended 
by your teachers: 
11) has assisted in developing motivation among teachers towards 
the job 
12) has assisted in developing interest among teachers towards their 
job. 
Moreover, this questionnaire also consisted of following open-ended 
questions:- 
13) List the areas where you feel that the training programs 
conducted are inadequate. 
14) What steps would you suggest to overcome these inadequacies? 
15) Please feel free to share other views\opinions. 
 All the above three questionnaires were designed in a well-
systematic manner with the main purpose of attaining the study objectives.  
Sample Selection            
 The empirical investigation was carried out in different 
primary, middle and high government schools. Keeping in view the time 
duration and resources, the study was limited to Srinagar district. The first 
questionnaire, as mentioned above, was rendered to the teacher trainees. 
The list of teachers who had attended training programs recently was 
obtained from the District Institute of Education & Training, Sgr. The list 
showed a total number of 140 recent teacher trainees out of which 105 
teachers were selected by way of simple random sampling (SRS) as the 
sample for the present study. The questionnaires were administered to 
these randomly selected 105 teacher trainees. However, out of 105 
questionnaires, only 73 questionnaires (69.5%) were received back. In this 
questionnaire eight (08) items were phrased negatively and their responses 
were reversed in the analysis.  
 Another questionnaire comprising of 12 items was distributed 
to same 73 sample respondents, who were contacted earlier, after a gap of 
about 5 months with the objective of assessing the effectiveness of training 
program in terms of utility/actual transfer or application of learning at the 
workplace. In this questionnaire a total number of twelve (12) items were 
placed, as previously mentioned, out of which two (2) were phrased 
negatively. The responses of these negative items were also reversed as 
was done in the previous questionnaire.  
 The third and last questionnaire was distributed among the 
twenty (20) respective headmasters of the teacher training participants and 
comprised of 12 close ended and three (3) open ended questions. One item 
was phrased negatively and the responses were reversed for evaluation. All 
the respondents were requested to fill the questionnaire on a pre-defined 5-
point Likert type scale (1992).  
Table 2.2       Sample Size and Responses 
Type of Questionnaire Distributed Received 
Immediate/Affective 
Satisfaction 
105 73 
Utility Learning 73 73 
Headmasters 20 20 
Total 198 166 
 
Tabulation and Tools for Analysis                      
               The collected data was analyzed with the help of Mean 
Scores, Standard Deviation, Coefficient of Variation and Correlation. The 
Minitab (Minitab 11.5 Inc. USA) is the most popular statistical package 
and was used for the analysis of data. 
Brief Description of District Institute of Education & Training (DIET) 
                        The training programs for the teachers of Government run 
schools are mainly organized by their respective District Institute of 
Education & Training (DIET). Every district has its own training institute 
which organizes certain teacher training programs for the teachers of their 
own district. About teachers, Education Commission (1964-1966) has 
observed, “of all the factors that influence the quality of education… the 
competence, the quality and character of teachers are undoubtedly the most 
significant. But these in turn depend subsequently on the quality of training 
provided to them”. It is against this backdrop that the DIET undertakes 
different training programs with the motive of providing academic and 
resource support to the teachers. A good number of training programs are 
being conducted by DIET with the objective of imparting knowledge and 
latest teaching skills to the teachers.  The researcher had a verbal 
interaction\interview with the authorities like principal, vice-principal of 
the institute for obtaining data in primary form.  
 Training programs are conducted during the whole session 
and its duration depends upon the availability of resources like time, 
trainers\experts\facilitators, accommodation, availability of funds, 
feasibility etc. The training programs are provided all financial assistance 
from the State Government. 
                        The training programs are delivered by the experts who are 
wisely appointed. These experts are generally the subject specialists 
occupying the positions of the principals of Higher Secondary Schools or 
equivalent.  The number of teachers for training is decided in a traditional 
manner after keeping in consideration the convenience of classrooms, 
accommodation, time availability etc. However, there is no provision or 
priority of the teachers’ individual interest or headmaster’s involvement for 
selecting them for undergoing the training. The selection of teacher 
trainees is done irrespective of the individual interests of the teachers. 
Therefore, in the process of selection of the teachers for training, 
individual’s field of interest must be given due priority. Teachers having 
interest are more motivated, curious and enthusiastic towards learning and 
its application on actual job.                  
                       The syllabus for the training program is strictly framed by 
State Institute of Education (SIE). After every two years, a committee of 
experts is appointed by the State Institute of Education for alteration, 
modification and\or advancements in the syllabus, if required. 
 The use of LCD, projectors is also made (though rarely) 
during the deliverance of training programs. During the training program, 
the trainees are provided refreshment, T.A., writing pads, pens, teaching-
learning materials etc. in order to secure their motivation. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
Chapter-3 
 
 
 
 
 
  
 
 
 
This chapter presents the review of the extant literature on the said subject. It 
presents the conclusions of various research studies conducted by different 
scholars and researchers. 
 
 
 
 
he people within an organization form its human resource. The 
human resource/human element constitutes the employees of 
an organization alongwith their training, experience, intelligence, 
relationships, juddgments and insights (Noe, 2003). It is a term used to 
describe the individuals who comprise the workforce of an organization. 
This workforce figures the most important and precious resource of an 
organization as it plays an intricate role in the success and operations of an 
organization regardless of its size, location, nature etc. Human resource 
and human talent are the real resources and high organizational 
performance is believed to depend on high human competence. 
Recognizing the importance of human resource in an organization, Thomas 
J Watson has rightly said, “You can get capital and erect buildings but it 
takes people to build a business”. It is the human resource on which the 
T
performance of other organizational resources like physical and financial is 
dependent. The working of physical and financial resources depends upon 
how well the human resource will operate and utilize them. Therefore, the 
more efficient and capable human resource an organization possess, the 
more will it succeed in the present competitive 21st century (Vareta, 2001). 
Human resources are the tyres and pistons of a car, and just like a car an 
organization can go nowhere if those parts are not oiled correctly. It has 
been stated by Sohdi (1999) that the human resource is the only factor in 
the value creation process which has immeasurable growth and potential 
and is being viewed as the most critical factor to competitive success.  
Companies that fail to invest in their employees jeopardize their own 
success and even survival. It is an established fact that for the effectiveness 
and efficiency of an organization, competent, able, dynamic and skilled 
employees are unquestionably mandatory. Capable and well-trained human 
resource directs better actions for achieving the objectives of business 
(Vareta, 2001). Laying deep stress on relevance on human resource Vareta 
(2001) has called human resource as the greatest asset in any organization. 
In addition, with regard to the importance of human resource, Armstrong 
(1996) in his study also opines “people to be regarded not as variable cost 
but as valued assets in which to invest”. Thus, it envisages that human 
capital is capable of being further enhanced by developing competencies 
and managing them pro-actively. A survey at Vishakapatnam (Rao, 
Sambasiva, Suryanarayna, 1987) concluded that that the quality of human 
resource in terms of its knowledge, skills, abilities, attitudes and behavioral 
pattern play a vital role in the process of socio-economic growth and 
prosperity of a nation. Adamson (2009) also came to similar conclusion in 
his study and termed human resource as the greatest resource among all 
other resources of an organization. He has further echoed human resource 
as the success multiplier of an organization and an essential resource for 
business survival, success and expansion. Vareta (2001) has also endorsed 
in his study human resource as the greatest asset in any organization. The 
importance of human resource for business success has been aptly pointed 
out by Morita (1987) when he argues that your business and its future are 
in the hands of the people you hire. Therefore, every organization must 
ensure an effective and talented human resource. Any loopholes in it may 
result in huge costs and financial losses (Vareta, 2001). Any organization 
failing to plan its human resource in a proper manner has less opportunity 
to survive the competition (Vareta, 2001) and there is every possibility of 
the failure of all best business plans and ideas (Adamson, 2009).  
 From the above it can be extracted that the organizational 
success greatly depends upon the degree of efficiency, knowledge, skills 
and abilities which can be attained with the help of training personnel. As 
Armstrong (1992) adds that the employees are valued assets and their 
value needs to be increased by a systematic and coherent approach to 
invest in their training. Training is a process of imparting and providing 
learning experience in order to bring an improvement in employees’ 
performance and in their contribution. It is a method whereby people get 
hold of abilities to aid in the accomplishment of organizational goals. It is 
a planned learning experience designed to bring about permanent change 
in individual’s knowledge (Raymond, 1985). Training is the framework 
which helps the employees to acquire and develop their personal and 
organizational skills, knowledge and abilities (Ndunuju, 2009). It is about 
enhancing and widening the skills and helping people to grow within the 
organization by enabling them to make better use of their skills and 
abilities (Armstrong, 1992).  It is an important investment in human 
resource; it is an important means of improving human potential and 
increasing efficiency of personnel (Patel, 2003). According to Noe (2005) 
training is a planned effort by an organization to facilitate employees’ 
learning of job-related competencies. Training is a systematic modification 
of behavior through learning which occurs as a result of education, 
instruction, development and planned experience. Training has been 
defined in a greater detail by the British Manpower Services Commission 
(1981) as, “A planned process to modify attitudes, knowledge, skill and 
behavior through learning experience to achieve effective performance in 
an activity or a range of activities”. Its purpose, in the work situation, is to 
develop the abilities of an individual and to satisfy the current and future 
manpower needs of the organization.  It is directed at helping the 
employees to perform better their jobs. Therefore, training should help 
employees to develop competencies that in turn contribute to 
organizational performance (Raymond, 1985). Training is encompassing 
everything that is expected for the enhancement of organizational 
development and competencies. For better and improved performance, 
trained and experienced employees are necessary. Training is the process 
of learning as well as the application of acquired knowledge. Roa (1992) in 
his study has also stressed that training to be given the highest priority as it 
majorly contributes directly towards the building & development of skills 
of employees within an organization. Highlighting the significance of 
training Fareed (2009) has connoted training as a way to create confidence 
among employees to perform the organizational tasks with their all 
effectiveness and efficiency without any obstruction. However, providing 
training to employees helps not only to develop their skills and knowledge 
but also acts as a motivational and a building block to organizational 
success (Menguin, 2007).  As a matter of fact every employee requires 
training in his job. As has been rightly stated by Nadler (1984) that a 
successful human resource training program prepares an individual to 
undertake a higher level of work. Training has made remarkable 
contribution to the improvement of all kinds. Training is indispensable for 
efficient and effective organization (Virmani, 1996). Training is a valuable 
assessment device that helps the organizations to improve the performance 
and skill levels of their employees and to monitor them on a continuous 
basis for effectiveness of human resource. Training is needed to meet the 
global competitive challenges. Ndunju (2009) has confirmed in his study 
that the right type of training results in higher productivity, knowledge, 
loyalty and contribution to general escalation of an organization. The vital 
objective of training is to build up right ability and capability in workforce 
so that they can perform to meet the needs, wants and expected returns of 
the employers (Smith, 2008). Training helps employees in remaining 
valuable and competitive and competent and well-trained employees form 
a valuable asset of an organization. An organization can meet its strategic 
goals by training, maintaining and managing its human resource. 
 Training is required for every employee to perform better. A 
study conducted by Smith (2008) has referred the building up of right 
ability and capability in work force to meet the needs, wants and expected 
returns of employees as the most vital objective of training. If the right 
type of training is provided to employees, it results in higher productivity, 
knowledge, loyalty and contribution to general growth of an organization 
(Ndunuju, 2009). Organizations that use innovative training practices are 
likely to report better performance than those who don’t. Studies 
conducted by the National Centre on Educational Quality of the workforce 
based on the University of Pennsylvania reveal that employees require 
more and more skills in order to support and carry on their job positions 
that they are being asked for. At the same time it has been regarded as an 
expensive investment (Eddie & Danny, 2001) and a sound investment that 
assists an organization to achieve the desired performance at all levels 
(Kenney, 1979).  
 The growing relevance of training does not stand baseless. 
Training helps an organization to succeed in a number of ways. Training 
facilitates the implementation of strategy by providing employees with the 
skills and knowledge needed to perform their jobs. Proper training 
motivates the employees to take interest in their job/work and enhance 
their capacity for doing things in a better way. Research studies stand 
evident that training is a sound business investment which results in 
improved organizational performance, increased employee morale, 
reduced absenteeism, reduced labor turnover, reduced number of accidents 
etc. (Miller Sam, 1997). Further, Salaman, Cameron and Hamblin (1992) 
argued that training and development creates a favorable environment 
wherein the latent potential of employees is realized and their commitment 
to the organization secured. Training promotes the willingness and 
efficiency of an employee to cooperate with others in the accomplishment 
of organizational objectives (Edwin, 1984).  Further, a host of studies 
conducted by Chapman (1995) have also emphasized the necessity of 
training. According to the results of his study, training helps an 
organization to improve quality and customer satisfaction, increase 
productivity, build morale, management succession, business development 
and profitability. It has been ultimately accepted by Schuler (1993) that 
removing or improving current anticipated performance deficiencies is the 
major purpose of training. Training can’t be viewed in isolation but must 
be considered as an integral part of work and development of every 
organization as its human resource are among the most important assets 
and the skills and motivation of its workforce are crucial to its success 
(Kenny, 1990). There is no doubt that well-trained employees are valuable 
assets of an organization (Ndunuju, 2009). Therefore, employees need to 
be provided training on a regular basis for keeping their skills and 
knowledge up to date and prevent obsolescence. It helps the employees to 
do their present job; the benefits of training may extend throughout an 
employee’s entire career and may develop that person for future 
responsibilities. Training seems to develop a positive orientation to the 
employees and uplifting organization’s performance (Zailani, 2010).  As 
has been reflected in the study of Ndunuju (2009) that training helps in 
increasing efficiencies in processes, in improving financial gain, 
employees’ motivation and satisfaction and also in developing better inter-
personal relationship.  Successful training provides knowledge, provokes, 
stimulates and guides employees to use and integrate new concepts and 
skills (Immants, 1994).  Training helps employees to know and understand 
their job role. Organization face challenge of developing greater 
confidence, problem solving, solution finding and initiative among their 
employees. Every organization strives to achieve bigger and brighter 
results which can be accomplished only when organizational staff is more 
self-sufficient, resourceful, creative and autonomous (Chapman, 1995). 
These qualities can be inculcated in employees by imparting them 
appropriate training at the appropriate time. Training is something that is 
needed to be imparted continuously in every organization. As in Japan ten 
million workers (or one in every 6 workers) are provided training in order 
to build the economy of Japan (Bassi, 1998). Every time you get someone 
to do the work the way you want it to be done, you are training. Every time 
you give directions or discuss a procedure, you are training (Pereira, 1986). 
Training helps to develop employees in terms of their confidence level and 
skills. When people develop confidence, skills, abilities, integrity, they 
automatically become more pro-active, solution-focused, responsive etc. 
(Chapman, 1995).  Findings from the study of Solomon (1994) reveal that 
a well sustained training program poses/puts a positive and sound effect on 
the employees’ motivation and their commitment towards their workplace. 
He further argues that training helps to enhance the skills of the employees 
on a regular basis. Moreover, greater commitment of employees proves 
fruitful by increasing organization’s productivity and decreasing the rate of 
absenteeism (Nelson, 1998).  Emphasizing over the need for training, 
Nelson & Reeder (1985) further believe that the best way to improve labor 
productivity is to teach employees their tasks well and the best way of 
teaching workers is by telling them just how to do it i.e. by way of training. 
Researchers (see for example Davis & Werther, 1993) have argued that 
training can be used as a retention strategy as well, since it develops a 
sense of being cared of by the employers. Investment in training and 
development also yields the benefit of enhancing human capabilities. Also 
Melvin (1996) states that a good number of foreign managers agree that 
the most effective way for improving  employees’ retention rates and 
increasing productivity is to enhance employees’ skills.  
 The increasing faith in training  is backed by the evidence 
generated through countless surveys conducted across the globe in various 
types of enterprises which amply demonstrate that the training which is 
properly planned, conducted and evaluated contributes substantially 
towards improving rational economic performance, enhancing 
organizational productivity and profitability, increasing personnel 
versatility and flexibility, providing them better promotional prospects and 
greater job security (Jain, 1992). Even in Indian context there is ample 
evidence to suggest that intensive training results in the reduction of cost, 
learning time, accidents and improvement in quality, efficiency, discipline, 
morale, sense of belongingness, change in employees’ attitude and also 
imbibing a sense of integrity and reliability in them (Parek & Rao, 1989). 
With the increasing competition and the evolution of global economy, 
organizations all over the world are under tremendous pressure to improve 
their performance not only for sheer survival but for accelerated growth as 
well (Sen, 1994). Thus developing human resource is of paramount 
importance in today’s speedy developing environment. Storey (1989) is of 
the opinion that failure to train an employee will put an organization at a 
competitive disadvantage and it may eventually lead to business halt.  
 In view of above, it is quite understandable and clear that 
training and development act as wheels of all successful organizations. It is 
required in all organizations and educational sector is no exception. The 
educational sector is very fragile which needs to be handled in a very 
careful and proper manner. Education is conceived as a powerful agency 
which is instrumental in bringing about the desired changes in the social 
and cultural life of a nation. The whole process of education is shaped by 
the human personality called “teacher” who plays a pivotal role in 
education system. The preparation of such an important functionary must 
conceivably get the highest priority. Bhatia and Bhatia (1988) describe 
teacher as the servant of society entrusted with the task of modifying and 
developing the behavior of students and maintaining and improving social 
patterns. The teacher can render his service to society only when he\she 
above all, is a humanist-a human being in the true sense. Since education is 
a human process, therefore the schools most important component is the 
teacher (Garrison, 1995). A teacher has to perform a challenging 
profession and only those teachers can shoulder their responsibilities who 
are adequately prepared and trained. This adequacy of preparation, of 
course, signifies the development of adequate skills, dedication towards 
teaching and a determination for continuous growth and learning.   As has 
been argued that teaching is at the heart of education; so strengthening 
teaching profession is the most important actions that can contribute to 
improved education (National Board for Professional Teaching Standards, 
2005). Educational sectors especially the schools figure the budding stage 
of our future generation i.e. children who have been called as the “Father 
of Nation”. Therefore, the more care and concern children receive at their 
budding stage, the more they will bloom in years ahead. Students 
especially at school level take their teachers as role models. Teachers play 
a vital role in shaping up the destiny of a student and the nation as well. 
The quality and destiny of a nation depends upon the classroom teaching in 
the school. The quality of the classroom teaching in the school depends 
upon the quality of education of teachers. The quality of education of 
teachers depends upon the knowledge of the subject-matter on the one 
hand and the knowledge of pedagogy on the other hand. The knowledge of 
pedagogy, its application and day-to-day classroom teaching depends upon 
the efficiency and objectives of teacher training. This implies that a teacher 
who is the organizer and controller of the classroom is most responsible for 
nation building. Education is basically a nation-building activity and 
teachers are the pillars of educational system. The role of a teacher in the 
reconstitution of society needs no fresh emphasis. Within the class, a 
teacher is actually building the future citizens. Glaser (1989) has rightly 
stated in his study that as the teacher moulds the student, so the nation will 
be molded. From this viewpoint, a lot of responsibility lies with the 
teacher. 
 Greater attention is being paid to the role that teacher quality 
plays in student achievement. Some evidence suggests that better qualified 
and well trained teachers make a difference for student learning. In other 
words, schools can make a difference and a substantial portion of that 
difference is attributable to teachers (Hammond, 1998). The role and 
character played by a good teacher is enough to change the mindset of his 
taught. Therefore, teachers must be properly equipped to deal with 
students. They need to be well armed with the necessary skills and 
knowledge that can be done by way of their training and development on a 
continuous basis. Ongoing training keeps teachers up-to-date in their 
knowledge, skills, emerging technology, tools for the classrooms, new 
curriculum, resources etc. (Edutopia, 2008). Teaching is largely an 
occupation in which teachers function both within their classrooms and as 
a member of the larger school organizations. Teaching has been identified 
for teachers as a dual allegiance to both the schools and the students 
(Jackson, 1968).   
 Teaching all over the world is considered as a profession and 
teachers are given a professional status. Being professional, teachers are 
expected to use the best practices and strategies to meet the challenging 
demands of their career which involves imparting knowledge and 
developing essential skills and attitude in the students. They have to use 
the best of their abilities to achieve these outcomes and employ effective 
and efficient practices. A teacher acts as the backbone for an educational 
setup which in turn is regarded as the backbone of a nation. Emphasizing 
over the efficient and trained teacher, it has also been proved that students 
who are assigned to several ineffective teachers/untrained teachers have 
significantly lower achievement than those who are assigned to several 
highly effective teachers (Sanders, 1996). As long as the quality of 
education and educational system is not improved, students won’t be 
prepared for contributing role in society. A teacher is the main character in 
educational setup and occupies an important position. With reference to the 
role of a teacher Leon and Lourdes (2001) have rightly said that a good 
teacher holds the power to motivate, enthrall, captivate and engage 
thousands of students. Infact, quality education starts with quality teachers. 
Teaching is seen as a rational activity and teachers are seen as adaptable to 
new theories and external circumstances (Firestone & Bader, 1991). 
Douglas (2007) has endorsed in his study that the differences between the 
age, academic level and needs of students mean that teaching requires such 
training which imparts different skills and knowledge in different contexts.  
Therefore, it is the need of hour for a teacher to be well equipped with all 
the dynamic and necessary skills and abilities. A teacher must be so 
competent and prepared that there is a sound and positive influence on the 
students’ efficiency, performance outcome, overall development and 
achievement. Students of today will structure our nation tomorrow. 
Therefore, to make our students competent, a nation must be able to 
develop competent teachers. Marrit (2008) has revealed in his study that 
the improvement in teaching quality is the most effective measure that can 
be taken to bolster education. Since teachers are the builders of a nation 
and have a pivotal role to play, they occupy a supreme position. 
Emphasizing over the need of preparing our students, due stress has been 
laid on preparing our teachers as a means to achieve this ultimate goal. A 
host of studies (See for eg. Hallnan & Khmelkov, 2001) have also 
concluded that a student needs to be provided with an efficient educational 
system and the key point to improve an educational system is to reform 
teacher training. National Policy of Education (1986) has recognized and 
highlighted teachers as valuable assets. This vigorously calls for an urgent 
need of training in order to ensure highest quality and standard. 
 A nation needs a pool of qualified and trained teachers to 
ensure a sound and high quality of education. In order to improve the 
nation’s quality of educational system the teacher training and teacher 
education needs to be given due priority (Guo, 2002). Trained teachers are 
enough capable to develop the full creative potential of their students 
(Hongzhuan, 2008). The degree of improvement in student learning and 
school effectiveness is mainly dependent upon quality teacher training 
programs (Australian common wealth Government 2005; Ontario 
Provincial Government, 2001). So every nation must develop appropriate 
training programs that best fulfill the requirements. Teacher training is the 
professional preparation of teachers, usually through formal course of 
work and practice of teaching (Magrath, 1987). Trained teachers produce 
future educators who are balanced in their knowledge structure. They are 
enough capable to develop the full creative potential of their students 
(Hongzhaun, 2008). As has been proved by Showkat (2004) in his research 
study that well trained teachers are effective teachers and effective teachers 
are capable of creating a desire to learn within the students. Showkat 
(2004) has further concluded in his research study  that effective teachers 
are able to sense the interests of students, recognize their needs and act 
accordingly. Substantial evidence regarding importance of teacher training 
has been provided by Carolyn, Jamila and Mike (2008) who have quoted 
that well-trained and supportive teachers are able to use high levels of 
proactive teaching strategies and non-harsh discipline which, in turn, can 
play an important role in fostering the development of social and emotional 
skills and preventing the development of conduct problems in students. 
Trained teachers develop positive relationships with students (Carolyn, 
2008). As has been rightly stated by Walter, Wilkinson & Yarrow (1996) 
that the quality of teaching is directly proportional to the quality of 
teachers which, in turn, depends to a great extent on the quality of their 
training. Therefore, teacher training is a specialized and significant 
segment of education entailing systematic preparation for the development 
of teaching skills. The role of teacher is pivoted in raising the standards of 
education at all levels. Teachers are prepared and developed during 
training programs. As has been rightly argued by Arend (1994) the basic 
purpose of teacher training is to prepare teachers to meet the challenges 
that they face in the classroom. Therefore, the teacher training should be 
imparted so effectively, using new methods and techniques, which the 
teachers may be able to perform in a better way in practical situations. 
According to Staley (1984) teacher training is an experienced phenomenon 
provided for transforming the behavior of teacher trainees and arranged to 
influence learning that produces a change in knowledge, skills and abilities 
and consequently in the performance of their job. Hence, training is 
designed to develop highly specific and immediately useful skills. A host 
of studies by Shah, Austin and Steven (2005) echo teacher training as that 
part of learning which essentially improves job related knowledge, skills, 
abilities and attitudes in a teacher. 
 In the present scenario where globalization poses competitive 
challenges, there is an alarming need for teachers to gain the necessary 
skills and knowledge. Cheung and Cheng (1997) indicated that teachers 
should be aware of the importance of their role and their training in order 
to achieve their personal goals and school mission. So, they must 
continuously engage themselves in implementing the skills and concepts 
learned in training programs. Teachers are expected to draw on both 
pedagogical content knowledge as well as knowledge of students to 
optimize student learning (Douglas, 2007). Therefore, teachers need 
continuous support to develop new skills and understandings in their 
teaching career. Since students deserve the best, therefore teachers need to 
be well trained and developed. The study of Guo (2000) has recommended 
that best possible resources should be devoted to investigate the kinds of 
teacher training and education that are best suited to meet the current 
competitive age. Well trained/great teachers play a vital role in creating 
great students. Infact, research shows that an inspiring and informed 
teacher is the most important school-related factor influencing student 
achievement, therefore makes it critical to pay attention towards teacher 
training (Edutopia, 2008). Every nation needs well trained and 
professionally sound teachers, therefore a lot of responsibility falls on 
teacher training institutions. In this perspective, these training institutions 
should make meticulous and painstaking efforts to equip the teachers with 
high quality teaching skills. Education, at the school level is very 
imperative. It is the most fragile and crucial stage. Therefore, competent, 
professionally trained and enthusiastic teachers are required to teach at this 
level. In this context, an effort was made to investigate that to what extent 
the teacher training programs prove successful and contributing towards 
the effectiveness of overall educational setup. 
 
Evaluation of Training Effectiveness  
   For every organization, it is but rational to find out how 
effective the training imparted has been. Mere conducting and imparting 
training programs is not sufficient unless it is supplemented by evaluation 
i.e. measurement of training effectiveness. Evaluation has been quoted by 
Scriven (1999) as a term loosely used to refer to a conception or approach 
or sometimes even a method of evaluating or assessing things. Similarly 
Wigley (1988) puts evaluation as a process of data reduction involving 
collection of large amounts of data which are analyzed or synthesized into 
an overall judgment of worth or merit. Another definition as has been 
given by Patrick (1992) considers training evaluation as an attempt to 
obtain information concerning the effect or value of training in order to 
make decisions about any aspect of the training program, the persons that 
have been trained and the organizations responsible for providing that 
training. Tyler (1950) reflects, “the process of evaluation is essentially the 
process of determining to what extent the education objectives are actually 
being realized; however, since educational objectives are essentially 
change in human beings, that is, the objectives aimed at are to produce 
certain desirable changes in the behavior of trainees while as evaluation is 
the process for determining the degree to which these changes in behavior 
have actually taken place”. 
 Evaluation uses certain models, assessment and validation 
tools for measuring whether the practical objectives of the training 
program are met or not. Goldstein (1978) has discussed three validity 
issues related to evaluation of training- namely internal validity (did 
training make a difference), training activity (did they reap), performance 
validity (are they transferring the learning). 
 The basis of evaluation and the mode of collection of 
information necessarily should be determined at the beginning of any 
training program. The purpose of evaluation includes feedback, control, 
research, intervention and power games (Bramley, 1996). Various factors 
which influence the outcome of evaluation are the nature and type of 
organization; trainers’ understanding of evaluation; conduct of evaluation; 
methodology for evaluation and availability of resources such as time, 
money and personnel.  Foxon (1989) in his review of evaluation of training 
and development programs found that the trainers had a firm belief in 
principle of evaluation but was limited to measure only the reaction of the 
trainees. A multitude of research studies conducted by Megginson, 
Banfield & Mathews (1999) reveal that the investing of more time in 
extending and improving what and how we evaluate is not necessarily 
always productive and beneficial, the contribution training and 
development can make to the individual and organization, is one that needs 
to be very carefully considered.  Training Trends Report of the Industrial 
Society (1993) noted that most of the organizations either fail altogether to 
evaluate the effectiveness of the training they pay for, or believe that the 
checks they carry out are, at least, badly flawed. 
 Douglas (2007) quoted effectiveness as the degree to which 
workers/trainees produce outcomes related to the objectives of their 
organizations. Generally effectiveness measures are defined in terms of the 
extent to which a set of objectives are met. In case of teacher training, 
effectiveness has been defined as the ability of the teacher to comply with 
the organizational expectation and external demands (Apple, 1988).  
Evaluation provides feedback that allows to measure discrepancies and 
institutes improvements (Roger & Keller, 2006). It is vital for the success 
and continuing improvement in training program (Deming, 1986). It is a 
necessary practice in any organization as it is an assessment of total value 
of a learning event. Comprehensive evaluation of training programs helps 
to identify training program’s strengths and weaknesses. Organizations that 
monitor effectiveness and strive to improve weaknesses are consistently 
the best performers. However, evaluation of training effectiveness is not an 
easy job. The task of evaluating training has been stated as an integral but a 
complex task by Deniz (2002) and the biggest challenge of firms (Miller 
Sam, 1997). It has also been argued that the evaluation part of the training 
is the most problematic part (Reid & Barrington, 1997). In a survey of 
“Training and Development Journal Readers” it was found that 30% of the 
respondents identified evaluation of training as the most difficult part of 
the job (Galagan, 1983 and Del Faizo, 1984 cited in Foxon 1989, p. 90). 
Thus, even though the bottom line for most training and development 
programs is an improvement in the overall organizational performance, 
organizations often devote little attention towards evaluation of training 
effectiveness. Although evaluation of training effectiveness is not a simple 
or easy task but with a little effort and planning it can yield enormous 
value (Lucer, 2009). Measurement of training effectiveness has been one 
of the neglected areas due to its complexity (Prahalad, 1972).  Measuring 
the effectiveness of training programs consumes valuable resources- time 
and money that are generally in short supply. In 1989, for example, only 
3% of UK establishments undertook any cost-benefit analysis of their 
training (Deloitte, Haskins & Salas, 1989). Trainers mainly spend time on 
training, not evaluating. A survey conducted in a bank by Krishnajee 
(1997) revealed that there was neither system for evaluation nor any 
criteria. Therefore the evaluation function was subjected to varied 
judgments as per the perceptions of the individuals. Despite the evaluation 
being complex and expensive, its negligence may prove detrimental. If the 
evaluation of training effectiveness is not provided prime attention, there is 
every chance that the training will prove futile and the objectives remain 
unaccomplished. Evaluation of training determines a training program’s 
effectiveness in meeting its intended purpose, which mainly is producing 
competent employees (Melvin, 1996). Since training, is a sort of 
investment and it is in the interest of every organization to check and 
control the returns on investment.               
 The intention in evaluation of training is to improve the 
training effectiveness.  Xerox, for example, retrained over 1,10,000 
employees worldwide in early 1980’s and soon regained its market share in 
its industry. General Motors are another example of a firm that used 
training to help recover its market share. Blandly (1999) says organizations 
are now taking the importance of training evaluation more and more 
seriously. Spilbury (1995) in his Institute of Employment Studies found 
that: “there are signs that there is a changing mood in the UK organizations 
with regard to measuring the effectiveness of training”. Industrial Society 
Publication (1996) claim that there is now an almost complete consensus 
on the importance of training evaluation.” 
 Evaluation in the context of training should include a number 
of elements like what it is, what it involves and what it leads to (Jane, 
1991). Evaluation is not just for the trainer or organization- it is absolutely 
vital for the learner too which is perhaps the most important reason of all 
for evaluating people properly, fairly and with as much encouragement as 
the situation allows. The evaluation of training effectiveness is an 
analytical process and helps us to determine the cost-benefit i.e. the ratio of 
inputs in terms of finance, efforts, time, etc. to outputs like performance, 
production, operational efficiency, sales volume, customer satisfaction etc. 
Establishing a valid need for training is the foundation upon which an 
organization can determine its training effectiveness. The best way to 
determine that training has been effective is to fully understand the reason 
why the training has been developed. Moreover, the success of training 
program might be better measured by the trainees’ ability to apply what 
he/she has learned in a way that improves the bottom line (Lucer, 2009). In 
addition, it provides a framework for developing a pattern of resource 
allocation (See, for example Prahalad, 1972). Also the organizational 
commitment is acquired. Besides  evaluation also serves certain other 
purposes like it helps to assess trainees’ performance, to revise training 
strategies, to assess trainees’ acquisition of skills, knowledge, to determine 
if organizational goals have been attained etc. (Jane, 1991). In addition, in 
any training program several aspects are to be measured like the 
effectiveness of trainer, the pedagogical tools used, the trainees who 
attended the program etc. Evaluation is equally important and more 
complex in educational zone. 
 From the above description it is clear that the need for 
evaluation of training effectiveness cannot be over-emphasized. But 
concentrating on “how to Evaluate” is a big and serious issue. Since till 
now various researchers and scholars have come up with various 
approaches, techniques and models of evaluation but it has always been a 
challenging decision for organizations to decide on selection of the model.                
 
 
Training Evaluation Models 
  Keeping in consideration the significance of training 
evaluation various scholars and researchers have come up with different 
models of evaluation. Commonly used approaches to educational 
evaluation have their roots in systematic approaches to the design of 
training (Denaiz & Eseryel, 2002). Srivastava (2001) opines that models 
can be categorized into Formative and Summative evaluation. Formative 
model reviews and revises all parts of the instructional design process and 
evaluation is done on the basis of reviews, observation, pilot and field 
tests. Summative evaluation attempts to measure the extent to which 
training has solved identified problems in the need assessment.                                             
 Evaluation takes place through questionnaires, interviews, 
tests, performance and business data. Daniel Stufflebeam (1971) 
propounded CIPP model. The acronym CIPP stands for the four steps or 
stages namely Context evaluation, Input evaluation, Process evaluation, 
and Product evaluation. In step I, i.e. Context Evaluation, the perspective 
of the program that is to be evaluated is examined and described. A need 
assessment is conducted and the objectives of the program are determined.  
In simple words it can be said that Context Evaluation helps in making 
program planning decisions. At step II, i.e. Input Evaluation, activities like 
description of the program inputs and resources and cost-benefit 
assessment are involved. In short, this stage helps in making program 
structuring decisions. The next stage Process Evaluation examines the way 
a program is being implemented. It monitors how a program is performing 
and the evaluators provide information about the actual performance of 
program. In general, Process Evaluation helps in making implementing 
decisions. At the final stage i.e. Product Evaluation the outcomes of the 
program are determined and the merit of program is assessed. It proves 
helpful in making summative evaluation decision.                                                                                                                   
 However, among available models, the Kirkpatrick’s model is 
widely used since it follows goal-based evaluation approach and is based 
on four simple questions that translate into four levels of evaluation i.e. 
Reaction, Learning, Behavior, Results. This model is more easy and 
convenient to apply for evaluating training programs. Infact a number of 
attempts were made by researchers to replace the Kirkpatrick’s model of 
training evaluation for being too simple and regarded the simplicity of the 
model as a liability (See for example Aliger and Janak, 1989) and 
presented a compelling argument for the need of entirely different and 
better models of evaluation (See for example Kraiger, 1993).  However, no 
major achievement could be made by them in replacing the said model. 
Therefore, in view of this and as revealed in the extant literature, 
Kirkpatrick’s model has a strong appeal for training evaluation. 
 Given the wide acclaim received by the Kirkpatrick’s model 
in the relevant literature, the present study also used the same model with 
necessary changes in order to suit the study objectives, i.e. the 
measurement of effectiveness has been approached at four different 
levels(with necessary changes) as suggested by Kirkpatrick in the 
following manner:- 
 Reaction, level I of Kirkpatrick’s model, assesses how well 
the trainee liked or disliked the training and provides a documented 
evidence of how well trainees liked or disliked the training. 
 In the current study, the trainees’ (i.e. teachers in the present 
case) responses were evaluated by administering questionnaires and their 
degree of satisfaction towards training programs was enquired. 
 Level II, i.e. Learning acts as a measure of trainees’ learning. 
At this level, it becomes clear that how well the trainees mastered the 
objectives and how well the instructor presented the training. This level 
yields important indicators.  
 In present case, an attempt to test the level of knowledge 
gained and acquired by the teachers trainees was made. Moreover, it 
attempted to assess whether the learning objectives for the program had 
been met or not. 
 Checking the satisfaction level and acquired knowledge is not 
sufficient. Equally imperative is to check out the extent to which the 
teacher trainees applied their learning back on their actual job-
performance. This purpose is survived by the level III of the Kirkpatrick’s 
model i.e. Behavior. Although this level is time consuming and seldom 
used, but when done correctly it provides very useful indicators of training 
effectiveness.  
 Therefore, in the present study, the level III was implemented 
with the object of assessing job performance changes i.e. transfer of 
learning. In other words the extent to which the teachers were able to 
transfer their acquired knowledge in a practical manner.  
 Finally, the Results i.e. Level IV helps to analyze cost v/s 
benefit of training program. However, it is quite hard to measure 
quantitative outcome of teacher training but the qualitative aspect is there 
to be assessed.    
 The above explanation makes it clear how the Kirkpatrick’s 
model was used with slight modifications in the present study.      
Summary 
Training programs have gained immense significance. Organizations 
throughout the world are realizing the training of their human resource as 
the key not only to business survival but also to business success (Mc 
Clelland, 1994).                                        
 The nation’s prosperity depends upon the students who are 
being nourished by the teachers within the four walls of school.  A teacher 
is the main character in educational set up and nation building. Therefore, 
the teacher training should receive the highest priority. It has been 
endorsed by a host of studies (See for example Hallnan & Khemlkov, 
2001) that it is necessary that the students should be provided with 
efficient educational system and the key point to improve the educational 
system is to reform teacher training.                                         
 The significance of training is backed by the evidences 
generated through a number of surveys which amply demonstrate that 
proper training contributes substantially in increased productivity, better 
performance, reduced wastage, reduced number of accidents, maximum 
efficiency and job satisfaction (Grass and Jones, 1992, Miller Sam 1997, 
Ping-man and Chi-Sum, 2003). Training proves fruitful to both 
manufacturing as well as service sector.  
 As far as service sector is concerned not that much attention 
has been provided especially to the educational sector. Though there are 
research studies on banks and other service sector organizations and firms 
(See for example Mushtaq, 2006, Tanveer 2003) but no exclusive study 
has been so far conducted within the State of Jammu & Kashmir with 
regard to the evaluation of teacher training effectiveness in the Education 
Department which occupies a very pivotal significance. 
Chapter-4 
 
 
 
 
 
 
 
 
 
 
This chapter attempts to reveal the results observed and derived from the present 
study, and the discussion thereof. 
 
 
 
 
raining is the most important function that directly 
contributes to the development of human resource as 
Dessler (2002) says, “organizations are increasingly placing emphasis on 
human resources”.  Training is imperative because it acts as a motivational 
and a building block to organizational success (Menguin, 2007). It has also 
been asserted by David and Mary (2009) that organizations which treat 
training and development as a fundamental requisite have been rewarded 
for this philosophy. Training has been regarded as a sound business 
investment that assists an organization to achieve the reserved performance 
at all levels (Kenney, 1979). 
 By and large, the organizations have come to recognize the 
relevance of training and have enhanced manifold the volume of training 
from last one or two decades. Survey evidence shows that 90% of all 
 T 
organizations engage in one or another form of employee training 
(Baldwin & Pabgelt, 1994). Ironically, extensive research on evaluation of 
training effectiveness of teacher trainees has remained untouched field by 
the researchers and scholars, especially in a state like Jammu & Kashmir. 
It is against this backdrop that an attempt was made by the researcher to 
study the area of teacher training effectiveness and its evaluation.  
 For this very purpose an appropriate and systematic 
methodology was adopted.  After reviewing the extant literature a set of 
three questionnaires were framed and developed by the researcher. These 
questionnaires were based on Kirkpatrick’s training evaluation model. 
These three different questionnaires were administered among the teacher 
trainees and their respective Headmasters.  
Immediate/Affective Learning 
                  The very first questionnaire aimed at measuring the 
immediate\affective learning and satisfaction of the teacher trainees. This 
questionnaire was administered to the 105 teacher trainees out of which 
only 73 respondents (69.52%) provided their feedback. The responses 
collected were subjected to statistical tests. Data was analyzed using the 
most popular statistical package namely Minitab. The following table 
presents the inter correlation matrix of the 38 items:- 

Table 4.1     Inter Correlation Matrix 
 
 Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q9 Q10 Q11 Q12 Q13 Q14 Q15 Q16 Q17 Q18 Q19 Q20 Q21 Q22 Q23 Q24 Q25 Q26 Q27 Q28 Q29 Q30 Q31 Q32 Q33 Q34 Q35 Q36 Q37 
Q2 0.411**                                     
Q3 0.323NS -0.057NS 
Q4 0.022 NS -0.072 N S 0.271 NS 
Q5 0.360** -0.211 N S 0.713* 0.160 NS 
Q6 0.186 NS 0.065 NS 0.371** 0.494* 0.063 NS 
Q7 0.208 NS 0.357 NS -0.060 N S 0.397** -0.298 NS 0.363** 
Q8 0.096 NS 0.231 NS 0.158 NS 0.370** -0.022 NS 0.534* 0.343 NS 
Q9 -0.536* -0247 NS -0.243 N S -0.199 NS -0.111 NS -0.443** -0.343 NS -0.563 
Q10 0.369** 0.146 NS -0.006 N S 0.178 NS 0.069 NS 0.180 NS 0.346 NS 0.217 NS -0.238 NS
Q11 -0.545* -0.544* 0.173 NS 0.243 NS  0.107 NS 0.087 NS -0.297 NS 0.060 NS 0.284 NS -0.333 NS 
Q12 -0.372** -0.479* 0.322 NS 0.050 NS 0.252 NS 0.081 NS -0.422** 0.052 NS 0.186 NS -0.242 NS  0.757* 
Q13 -0.089 NS -0.129 NS 0.015 NS 0.147 NS -0.011 NS -0.035 NS 0.008 NS 0.217 NS -0.258 NS 0.105 NS 0.051 NS 0.198 NS 
Q14 -0.244 NS -0.192 NS 0.188 NS 0.027 NS 0.220 NS 0.196 NS 0.099 NS 0.248 NS 0.131 NS 0.179 NS 0.395** 0.426** 0.162 NS 
Q15 -0.215 NS -0.372** 0.388** -0.041 NS 0.396** 0.194 NS -0.306 NS 0.211 NS -0.012 NS-0.140 NS 0.613*  0.850* 0.023 NS 0.593* 
Q16  0.039 NS -0.283 NS  0.431**  0.310 NS  0.331 NS  0.480*  0.120 NS  0.106 NS -0.004 NS -0.065 NS 0.455** 0.258 NS -0.082 NS  0.361**  0.313 NS 
Q17 -0.392**  -0.605*  0.018 NS  -0.164 NS 0.054 NS  0.104 NS -0.303 NS 0.020 NS  0.293 NS -0.062 NS  0.586*  0.497* 0.000 NS  0.462*  0.436** 0.288 NS 
Q18  0.219 NS  0.225 NS  0.201 NS 0.000* 0.224 NS -0.116 NS  0.053 NS -0.055 NS  0.000 NS -0.345 NS 0.000 NS -0.090 NS -0.152 NS-0.228 NS -0.102 NS 0.335 NS -0.215 NS 
Q19  0.366**  0.096 NS   0.408** 0.240 NS 0.272 NS  0.261 NS  0.081 NS  0.313 NS -0.181 NS 0.152 NS 0.125 NS 0.032 NS -0.101 NS-0.117 NS  0.025 NS   0.410** 0.046 NS  0.429 
Q20 0.228 NS -0.184 NS 0.580* 0.152 NS  0.587*  0.384** -0.200 NS 0.280 NS  -0.462* -0.007 NS 0.325 NS  0.403** 0.186 NS  0.184 NS  0.503**  0.457** 0.171 NS 0.261 NS  0.521* 
Q21 0.390**  0.203 NS 0.053 NS -0.136 NS 0.159 NS -0.163 NS -0.148 NS  0.156 NS  -0.374** 0.189 NS -0.289 NS -0.058 NS  0.243 NS -0.034 NS  0.042 NS  -0.365** -0.202 NS 0.103 NS  0.214 NS 0.333 NS 
Q22  0.106 NS 0.051 NS 0.337 NS  0.409**  0.006 NS  0.578* 0.464*  0.398** -0.316 NS 0.240 NS 0.167 NS  -0.14 NS  0.009 NS 0.167 NS 0.018 NS 0.522*  0.022 NS 0.000 NS  0.471* 0.300 NS -0.284 NS 
Q23  0.327 NS 0.204 NS 0.115 NS  0.372** -0.008 NS 0.333 NS  0.313** 0.442**  -0.530* 0.011 NS -0.078 NS -0.081 NS-0.081 NS-0.078 NS  0.007 NS  0.234 NS -0.331 NS 0.330 NS 0.199 NS 0.173 NS -0.032 NS   0.382** 
Q24 0.178 NS 0.135 NS  0.489* 0.046 NS 0.260 NS 0.343 NS 0.060 NS   0.368NS  -0.291NS  0.125NS   0.165NS   0.402N   0.114NS   0.122NS 0.416NS  0.324 NS 0.019 NS 0.160 NS 0.538* 0.629* 0.237 NS 0.481* 0.308* 
Q25 0.286 NS -0.079 NS   0.707* -0.076 NS  0.633* 0.177 NS  -0.381** -0.089 NS -0.231 NS -0.123 NS 0.090 NS   0.449 -0.064 NS 0.040 NS 0.559* 0.200 NS -0.033 NS 0.140 NS 0.194 NS 0.607* 0.237 NS 0.024 NS 0.002 NS 0.508* 
Q26 0.131 NS 0.069 NS 0.187 NS -0.253 NS 0.004 NS 0.060 NS -0.118 NS 0.124 NS -0.154 NS 0.080 NS -0.316 NS -0.193 NS 0.224 NS -0.089 NS -0.133 NS -0.071 NS 0.069 NS 0.163** 0.262 NS 0.105 NS 0.231 NS 0.021 NS -0.106 NS 0.141 NS 0.112 NS 
Q27 -0.023 NS 0.089 NS 0.290 NS 0.169 NS 0.150 NS   0.557* 0.131 NS  0.440** -0.086 NS 0.255 NS 0.213 NS 0.102 NS -0.012 NS 0.394** 0.177 NS 0.404** 0.284 NS 0.000 NS 0.378** 0.336 NS -0.103 NS 0.358 NS 0.066 NS 0.332 NS -0.020 NS 0.242 NS 
Q28   0.485* 0.196 NS 0.140 NS -0.051 NS 0.127 NS 0.215 NS -0.090 NS 0.267 NS -0.212 NS 0.138 NS -0.312 NS -0.270 NS -0.130 NS-0.135 NS -0.181 NS 0.109 NS 0.083 NS 0.232 NS 0.281 NS -0.037 NS 0.191 NS -0.033 NS 0.056 NS -0.053 NS 0.065 NS 0.436** 0.197 NS 
Q29 0.201 NS 0.049 NS 0.283 NS 0.193 NS 0.198 NS 0.063 NS 0.012 NS 0.013 NS 0.013 NS -0.139 NS -0.260 NS -0.280 NS -0.223 NS -0.388** -.227 NS 0.185 NS -0.309 NS 0.431** 0.405 NS 0.017 NS -0.092 NS 0.049 NS 0.315 NS 0.034 NS 0.078 NS  0.385** 0.50 NS 0.293 NS 
Q30 0.079 NS   -0.432* 0.463* -0.096 NS 0.567* 0.063 NS -0.400** -0.143 NS -0.100 NS -0.223 NS 0.446** 0.501* -0.165 NS-0.007 NS 0.540*  0.405**  0.387**  0.361** 0.271 NS 0.001 NS 0.923 NS 0.005 NS 0.042 NS 0.283 NS 0.573* 0.096 NS 0.100 NS 0.133 NS 0.140 NS 
Q31 -0.009 NS -0.339 NS 0.716*  0.389** 0.518* 0.576* -0.009 NS 0.320 NS -0.139 NS 0.047 NS 0.510* 0.574* -0.029 NS 0.405* 0.681* 0.606*  0.431** 0.000 NS  0.394** 0.578* -0.095 NS  0.433** 0.082 NS 0.531* 0.534* 0.053 NS 0.415** 0.103 NS 0.084 NS 0.554* 
Q32 -0.010 NS 0.138 NS -0.148 NS -0.032 NS -0.284 NS 0.097 NS 0.052 NS 0.073 NS  -0.414** 0.093 NS 0.065 NS 0.050 NS 0.182 NS -0.154 NS 0.007 NS 0.014 NS -0.000 NS 0.000 NS 0.116 NS 0.235 NS 0.123 NS -0.004 NS 0.107 NS 0.228 NS 0.045 NS 0.155 NS -0.022 NS -0.409 NS -0.169 NS 0.108 NS -0.031 NS
Q33 0.128 NS 0.000 NS 0.077 NS -0.165 NS 0.229 NS -0.269 NS -0.067 NS 0.190 NS -0.429** 0.101 NS -.045 NS 0.026 NS 0.248 NS -0.024 NS 0.082 NS -0.109 NS -0.121 NS 0.135 NS 0.074 NS 0.198 NS 0.120 NS -0.022 NS 0.146 NS 0.031 NS 0.078 NS 0.014 NS -0.168 NS 0.010 NS 0.043 NS 0.268 NS -0.117 NS 0.266 NS 
Q34 0.216 NS -0.340 NS 0.564* 0.469* 0.526* 0.197 NS -0.110 NS 0.046 NS -0.186 NS 0.107 NS 0.428** 0.388** 0.259 NS 0.075 NS 0.295 NS 0.456** 0.177 NS 0.564 NS 0.390* * 0.587* 0.006 NS 0.272 NS 0.196 NS 0.344 NS 0.267 NS -0.018 NS 0.209 NS -0.093 NS 0.123 NS 0.475* 0.500* 0.054 NS 0.030 NS 
Q35 0.070 NS -0.101 NS 0.430** 0.037 NS 0.293 NS 0.039 NS -0.249 NS 0.103 NS -0.135 NS -0.083 NS 0.538* 0.533* 0.265 NS 0.297 NS 0.438** 0.385** 0.343 NS 0.300 NS 0.355 NS 0.462 NS 0.1707 NS 0.126 NS -0.029 NS 0.282 NS 0.349 NS 0.183 NS 0.184 NS 0.195 NS -0.117 NS 0.508*  0.427**  0.404** 0.359** 0.421** 
Q36 0.326 NS  0.457** -0.104 NS -0.268 NS -0.057 NS -0.334 NS 0.017 NS -0.168 NS -0.218 NS -0.093 NS -0.641* -0.438** -0.010 NS -0.623* -0.501*   -0.697* -0.533* 0.068 NS -0.236 NS -0.233 NS 0.213 NS -0.362** 0.086 NS -0.053 NS 0.036 NS 0.059 NS -0.401** 0.010 NS 0.062 NS -0.220 NS -0.559* 0.028 NS 0.162 NS -0.267 NS -0.383** 
Q37 -0.064 NS 0.018 NS 0.451 NS 0.401** 0.086 NS 0.114 NS -0.029 NS 0.228 NS -0.123 NS 0.112 NS 0.248 NS 0.249 NS 0.182 NS 0.287 NS 0.268 NS 0.467* 0.157 NS 0.314 NS 0.263 NS 0.470* -0.211 NS 0.189 NS 0.073 NS 0.446** 0.248 NS 0.063 NS 0.342 NS -0.015 NS 0.094 NS 0.334 NS 0.348 NS 0.269 NS 0.461* 0.372** 0.484* -0.190 NS 
Q38 0.370** -0.095 NS 0.298 NS 0.043 NS 0.190 NS 0.000 NS 0.179 NS -0.093 NS -0.395** 0.049 NS -0.035 NS 0.038 NS 0.064 NS -0.064 NS 0.129 NS 0.226 NS -0.091 NS 0.254 NS 1.272 NS 0.404** 0.261 NS 0.153 NS 0.390** 0.270 NS 0.276 NS 0.138 NS -0.134 NS -0.101 NS 0.291 NS 0.305 NS 0.214 NS 0.297 NS 0.286 NS 0.325 NS 0.304 NS -0.057 NS 0.159 NS
*   Significant at 1 % level of significance 
** Signif icant at 5% level of significance 
NS- Non- Significant 
 The below table reveals the individual item statistics of all the 38 items:- 
Table 4.2     Individual Item Statistics 
Item No. Items N Mean Median Tr. 
Mean 
St. 
Dev 
SE 
Mean 
Coefficient 
of 
variation 
1 Training material 
provided was quite 
adequate 
73 3.658 4.000 3.708 1.096 0.128 29.961 
2 I am very much 
satisfied with all 
aspects of the 
training event 
73 4.329 5.000 4.492 1.081 0.127 24.971 
3 My  career 
objectives were 
being taken care of 
during the training 
program 
73 2.836 3.000 2.846 1.155 0.135 40.726 
4 This training is 
among the best 
trainings I have 
received 
73 3.041 3.000 3.015 0.920 0.108 30.253 
5 Teachers can learn 
more from books 
and self-study than 
from attending 
training programs 
73 3.836 4.000 3.877 0.882 0.103 22.992 
6 I would suggest my 
colleagues to go for 
same training 
73 3.644 4.000 3.677 0.933 0.109 25.603 
7 The usefulness of 
training   program 
is far from reality 
73 3.178 3.000 3.200 1.183 0.138 37.224 
8 The overall training 
program was 
designed as per my 
expectations 
73 3.397 4.000 3.446 1.187 0.139 34.942 
9 The overall training 
program was quite 
helpful 
73 2.822 3.000 2.800 1.183 0.138 41.920 
10 The training was 
too difficult to 
understand 
73 3.863 4.000 3.969 1.071 0.125 27.724 
11 The training was 
too technical to 
understand 
73 2.767 3.000 2.785 1.061 0.124 38.386 
12 I delivered a lot of 73 4.247 5.00 4.338 1.038 0.121 24.440 
benefit  through my 
interaction with the 
trainers 
13 My strength(s) and 
weakness(s) were 
detected by the 
trainers and 
discussed with me 
73 4.274 5.000 4.369 0.961 0.112 22.484 
14 Training needs to 
be imparted from 
time to time on a 
regular basis 
73 4.068 4.000 4.1385 0.7697 0.090 18.931 
15 The opportunity for 
interactive 
participation was 
quite satisfactory 
73 3.863 4.000 3.923 0.918 0.107 23.763 
16 The training 
program was 
designed in 
accordance with the 
areas in which I 
wanted  to expand 
my knowledge 
73 4.561 5.000 4.6000 0.5524 0.064 12.109 
17 Teaching skills are 
inborn into the 
person and training 
makes little 
difference 
73 3.055 3.000 3.062 1.066 0.125 34.893 
18 Teaching skills are 
learnt by 
experience  and 
training makes little 
difference 
73 4.027 4.000 4.092 0.881 0.103 21.877 
19 The trainers 
delivered the 
material in clear 
and comprehensive 
ways 
73 3.849 4.000 3.938 0.923 0.108 23.980 
20 The trainers were 
quite helpful 
73 3.603 4.000 3.646 1.037 0.121 28.781 
21 The trainers were 
knowledgeable  
73 3.753 4.000 3.785 0.863 0.101 22.994 
22 After undergoing 
training I feel more 
confident to tackle 
unexpected events 
with skill and 
confidence 
73 3.945 4.000 4.015 0.926 0.108 23.472 
23 The training 
program seems to 
73 3.027 3.000 3.031 0.866 0.101 28.609 
help me in 
acquiring teaching 
skills 
24 Training program 
proves helpful in 
preparing me for 
classroom practices 
73 3.027 3.000 3.031 0.866 0.101 28.609 
25 The training g 
program did not 
help me to find any 
changes in my 
personal 
development 
73 4.1918 4.0000 4.2308 0.6802 0.0796 16.226 
26 The training 
program did not 
cater to what the 
organization 
expected me to get 
out of it 
73 3.945 4.000 4.000 0.956 0.112 26.967 
27 The materials  were 
placed at the right 
level 
73 3.616 4.000 3.662 1.002 0.120 28.263 
28 The presentation of 
the material  was 
very satisfactory 
73 4.082 4.000 4.1538 0.8292 0.097 20.312 
29 The training 
program provided  
comfortable setting   
73 3.164 3.000 3.200 1.054 0.123 33.312 
30 The lighting and 
other arrangements 
at the training 
venue were 
satisfactory 
73 2.384 2.000 2.338 0.967 0.113 40.562 
31 The LCD 
projectors, OHP 
and other audio 
visual aids were 
used as tools to 
impart training   
73 2.356 2.000 2.292 1.005 0.118 42.65 
32 The use of teaching 
aids like LCD 
projectors, OHP  
and other audio-
visual made 
training session 
interesting 
73 2.795 3.000 2.815 0.971 0.114 34.740 
33 The classroom 
ambience was 
encouraging and 
attractive 
73 3.329 4.000 3.369 1.131 0.132 33.974 
34 My time during the 
training  program 
was utilized 
effectively 
73 3.795 4.000 3.877 1.040 0.122 27.404 
35 The schedule for 
training program 
provided sufficient 
time to cover all the 
proposed activities  
73 3.274 4.000 3.308 1.058 0.124 32.315 
36 Training program 
was organized at 
convenient place 
for majority of the 
participants  
73 3.260 3.000 3.292 1.054 0.123 32.331 
37 Training program 
was sufficiently 
coordinated in 
accordance with the 
existing curriculum 
73 3.548 4.000 3.569 1.081 0.126 30.467 
38 Training program 
was sufficiently 
coordinated in 
accordance with the 
realities of 
classroom 
73 3.507 4.000 3.554 1.082 0.127 30.852 
 
  Table 4.2 reveals that out of 38 items only six (06) items 
scored an average mean less  than 3 (since 5-point scale was used, 3 is the 
mid-point). However, the remaining thirty-two (32) items scored mean 
score above 3 which clearly indicates that the teacher trainees are largely 
satisfied with the training programs. 
 In order to derive clear conclusions, all the 38 items were 
aggregated under their respective dimensions. The results obtained 
dimension wise are shown in the following table: 
Table 4.3       Descriptive Statistics Dimension Wise 
Variable No. of 
total 
responses 
Mean Median Tr.mean St.Dev SE.Mean Coefficient 
of 
Variation 
General 
satisfaction 
511 3.5029 4.0000 3.5599 1.1408 0.0505 32.567 
Attitude 803 3.8070 4.000 3.7967 2.1441 0.0757 56.319 
Trainers\facilitators 219 3.7352 4.0000 3.7868 0.9449 0.0639 25.297 
Training usefulness 365 3.6274 4.0000 3.6687 1.0369 0.0543 28.585 
Content delivery 146 3.8493 4.0000 3.9015 0.9566 0.0792 24.851 
Facilities 365 2.918 3.000 2.799 2.465 0.129 84.475 
Timeliness\location 219 3.4429 4.0000 3.4924 1.0752 0.0727 31.229 
Training 
organization 
146 3.5274 4.0000 3.5606 1.0776 0.0892 30.549 
                  
 It can be observed from table 4.3 that the teacher trainees are 
moderately satisfied with all the aspects of the training programs which are 
shown by the mean score of above 3. However, only the 6th  dimension i.e. 
facilities show a lower mean score of 2.918 which is a serious indication 
that teacher trainees are not that much satisfied with the facilities provided 
to them during the training program. In this context the facilities like 
seating arrangement, teaching devices, refreshment etc. provided need to 
be improved. 
 The feedback received on each dimension has been presented 
individually in order to extract the percentage of respondents who 
responded differently on different dimensions. The frequency of responses 
on every dimension by the 73 respondents is as following: 
 
 
Table 4.4 Frequency of Responses on ‘General Satisfaction’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
agree 
Responses 28 87 93 206 97 
Percentage 5.48 17.03 18.20 40.31 18.98 
Number of total responses= 511 
  
 The above table (table 4.4) reveals moderate level of 
satisfaction 59.29 % (Agree=40.31% + Strongly Agree= 18.98%) of the 
teacher trainees with regard to the training programs. 
 
Table 4.5   Frequency of Responses on ‘Attitude’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly agree 
Response
s 
33 123 98 328 221 
Percentag
e 
4.11 15.32 12.20 40.85 27.52 
Number of total responses=803 
 
  From table 4.5, it can be observed that majority of the teacher 
trainees i.e. 68.36% have a positive approach and attitude towards the 
training programs. They believe that the training programs are integral for 
effective teaching. 
 
 
Table 4.6 Frequency of Responses on ‘Trainers\Facilitators’ 
Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly agree 
Responses 5 23 35 118 38 
Percentage 2.28 10.50 15.98 53.88 17.35 
Number of total responses=219 
 
 The above table depicts the satisfaction percentage of 71.23% 
with regard to the trainers\facilitators. This is a positive indication which 
reflects that the trainers were successful to a large extent in presenting the 
material in a satisfactory manner and were able to satisfy the participants. 
Table 4.7 Frequency of Responses on ‘Training Usefulness’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly agree 
Responses 9 51 82 148 75 
Percentage 2.47 13.97 22.47 40.55 20.55 
Number of total responses=365 
 
    It can be observed from the above table that majority of the 
teacher trainees i.e. 61.10% agree that the training programs have sound 
utility and prove beneficial in their jobs. 
 
 
Table 4.8 Frequency of Responses on ‘Content Delivery’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly agree 
Responses 2 17 16 77 34 
Percentage 1.37 11.64 10.96 52.74 23.29 
Number of total responses=146 
 
 Table 4.8 reveals that 76.03% of teacher trainees agree that 
the subject matter is delivered at the most appropriate time in the right 
manner. 
Table 4.9 Frequency of Responses on ‘Facilities’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly agree 
Responses 42 122 79 108 14 
Percentage 11.51 33.42 21.64 29.59 3.83 
Number of total responses=365 
 
                The above table discloses the lowest score of satisfaction 
with regard to the facilities provided to the teacher trainees during the 
training programs. Only a meager 33.42% of teacher trainees are 
somewhat satisfied with the facilities provided which strictly calls for an 
instantaneous improvement in the amenities like seating arrangement, 
refreshment, use of  modern teaching aids, classroom ambience etc. 
provided during the training programs. 
 
Table 4.10 Frequency of Responses on ‘Timeliness/Location’ 
Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
Agree 
Responses 13 33 44 102 27 
Percentage 5.94 15.07 20.09 46.58 12.33 
Number of total responses=219 
 
                 Table 4.10 shows that only 58.90% of the total teacher 
trainees are contented with the location set for deliverance of the training 
programs and utilization of their time. Therefore, more efforts are required 
to be taken in order to focus on optimum use of training time and selection 
of the most convenient and easily accessible location for training 
deliverance. 
Table 4.11Frequency of Responses on ‘Training Organization’ 
Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Agree Strongly 
Agree 
Disagree 
Responses 4 30 21 67 24 
Percentage 2.74 20.55 14.38 45.89 16.44 
Number of total responses=146 
 
 From the above table, it is revealed that 62.33% of the sample 
respondents are satisfied with the overall organization of the training 
programs. Therefore, it can be revealed from the results that the training 
programs need little more efforts for their better organization to secure 
maximum possible satisfaction of teacher trainees. 
 The frequencies of responses have been further aggregated in 
a single table: 
Table 4.12   Aggregate Dimension Wise Summary of the Frequency of 
Responses 
 Strongly 
Disagree 
Disagree Neither 
agree 
nor 
Disagree 
Agree Strongly 
agree 
Total 
General 
Satisfaction 
28 87 93 206 97 511 
Attitude 33 123 98 328 221 803 
Trainers\facilitators 5 23 35 118 38 219 
Training usefulness 9 51 82 148 75 365 
Content delivery 2 17 16 77 34 146 
Facilities 42 122 79 108 14 365 
Timeliness\location 13 33 44 102 27 219 
Training 
organization 
4 30 21 67 24 146 
Chi-square=252.223, p-value < 0.05 
  The above table depicts that there is a significant association 
among the responses and the dimensions of the questionnaire. 
Utility and Actual Transfer of Learning 
   The effectiveness of training is determined by its application 
on actual job practices or what is called as “Transfer of Learning” i.e. the 
degree or extent to which the teacher trainees apply the learned knowledge 
on their actual jobs.  In order to examine the application of learned 
knowledge on actual job, two well-designed and reliable questionnaires 
were framed. One was meant for distribution to teacher trainees and 
another for their respective Headmasters. The questionnaire for teacher 
trainees was administered to the same 73 teacher trainees who were 
contacted earlier for checking out their level of immediate learning. The 
following table reveals the individual item statistics where in ‘N’ refers to 
the number of respondents:- 
Table 4.13          Individual Item Statistics 
Items Items N Mean St. 
Dev 
Coefficient 
of Variation 
1 Has helped you to utilize your 
strengths  and overcome your 
weakness(s) 
73 2.726 1.134 41.599 
2 Has helped you to tackle unexpected 
events in classroom with more skill 
and confidence 
73 3.630 0.874 24.077 
3 Has helped you to handle and 
improve classroom discipline  
73 3.685 1.039 28.195 
4 Has provided a climate for your 
overall growth and development 
73 2.945 1.079 36.638 
5 Was relevant to your work situation 73 4.027 0.763 18.952 
6 Has increased the motivation level 
due to the application of your 
learned knowledge in actual job 
performance 
73 2.986 1.124 37.642 
7 Has developed a sense of 
responsibility and accountability 
within yourself 
73 3.260 0.958 29.386 
8 Has increased the level of job 
satisfaction 
73 2.932 1.018 34.720 
9 Was lacking practical orientation 73 3.479 1.094 31.445 
10 Was practicable/transferable to 
actual job 
73 4.287 0.772 18.014 
11 Has led to the improvement and  
increase  in your knowledge and 
skills 
73 4.2192 0.768 18.207 
12 Was inadequate in terms of the 
knowledge imparted 
73 3.342 1.325 39.646 
 
 Table 4.13 reveals that out of 12 items only four (04) items 
scored an average mean less  than 3 (since 5-point scale was used, 3 is the 
mid-point). However, the remaining eight (08) items scored mean score 
above 3 which indicates that the teacher trainees are moderately satisfied 
with the transfer of knowledge on actual job practices. 
. In order to derive clear conclusions, all of the 12 items were 
then put to statistical calculations on the basis of their dimension. The 
results obtained dimension wise are shown in the following table: 
Table 4.14 Descriptive Statistics Dimension Wise 
Dimension No. of 
response 
received 
Mean St. Dev Coefficient 
of Variation 
Teacher 
Performance/ 
Improvement 
292 3.2466 1 .1126 34.269 
Teacher 
Motivation/ 
Satisfaction 
438 3.4954 1.0861 31.072 
Teacher 
Knowledge 
146 3.7808 1.1656 30.829 
                                   
  It is clear from the above table that teacher trainees have 
immensely helped them in improving their performance, knowledge and 
motivation as shown by the mean score greater than 3. 
  The frequency of responses on every dimension one by one 
by the 73 respondents has been presented in the following table: 
 
 
Table 4.15   Frequency of Responses on ‘Teacher 
Performance\Improvement’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
Agree 
Responses 17 73 52 121 29 
Percentage 5.82 25 17.81 41.44 9.93 
No. of  total responses=292 
 
 Table 4.15 shows that only 51.37% of the sample respondents 
agree that the training programs help in improving their job performance. 
In this context, therefore, efforts are required to help the teacher trainees 
improve their overall job performance with the help of attending training 
programs. 
Table 4.16     Frequency of Responses on ‘Teacher                
             Motivation\Satisfaction’ Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
Agree 
Responses 15 87 73 192 71 
Percentage 3.42 19.86 16.67 43.84 16.21 
No. of  total responses=438 
 
 It can be concluded from the above table that 60.05% of the 
sample respondents derive long term job satisfaction and motivation from 
attending the training programs. Hence, it can be concluded that the 
training programs go a long way in securing motivation of teachers 
towards their job. 
Table 4.17   Frequency of Responses on ‘Teacher Knowledge’ 
Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
Agree 
Responses 6 24 10 62 44 
Percentage 4.11 16.44 6.85 42.47 30.14 
No. of  total responses=146 
 
 Table 4.17 approaches positively by reflecting that 72.61% of 
the teacher trainees believe that the training programs attended by them 
prove very helpful to them in increasing their knowledge. Thus, it can be 
concluded that the training programs act as a powerful means for 
enhancing the knowledge of teachers. 
 The frequencies of responses have been further aggregated in 
a single table: 
Table 4.18Aggregate Dimension Wise Summary of the Frequency of 
Responses 
 Strongly 
Disagree 
Disagree Neither 
agree 
nor 
Disagree 
Agree Strongly 
agree 
Total 
Teacher 
Performance\improvement 
17 73 52 121 29 292 
Teacher 
Motivation\Satisfaction 
15 87 73 192 71 438 
Teacher Knowledge 6 24 10 62 44 146 
Chi square=39.205, p-value<0.01 
 From the above table, it is concluded that there is a significant 
association among responses and dimensions of the questionnaire. 
Assessment of perception of Headmasters with regard o transfer of 
learning on actual job practices by the teacher trainees 
  The third and final questionnaire, which aimed to assess the 
perception of Headmasters with regard to transfer of learning on actual job 
practices by the teacher trainees, was distributed to respective twenty (20) 
Headmasters of the same teacher trainees who were contacted twice earlier 
at different intervals.  
 The responses received were subjected to statistical analysis 
and the following individual item statistics was derived:- 
             Table 4.19                     Individual Item Statistics 
Item 
No 
Items N Mean St.Dev Coefficient 
of Variation 
1 Has catered to what the organization 
expected the teacher  trainees to get 
out of it 
20 3.300 1.129 34.212 
2 Has made the teachers to  act more 
responsibly 
20 3.250 1.164 35.815 
3 Has reduced the number of 
complaints from the students  and 
their parents 
20 3.250 0.716 22.030 
4 Has helped the teacher trainees to 
overcome their  weakness(s) 
20 3.200 1.322 41.312 
5 Has helped the teachers to contribute 
positively towards the  overall 
management of school 
20 
 
3.600 
 
1.231 
 
47.346 
 
6 Has resulted in great positive 
changed behavior 
20 3.400 1.353 39.794 
7 Has paved a way to bring 
improvement and  motivation among 
students  
20 4.050 0.945 23.333 
8 Has resulted in improved classroom 20 3.600 1.142 31.722 
   Table 4.19 reveals that all the 12 items have scored mean 
above 3 (since 5-point scale was used, 3 is the mid-point) which is a 
positive sign showing that the Headmasters believe and agree upon the fact 
that training programs provide positive results and leads to effective 
teaching. 
 In order to derive clear conclusions, all of the 12 items were 
then put to statistical calculations on the basis of their dimension. The 
results obtained dimension wise are shown in the following table: 
Table 4.20              Descriptive Statistics Dimension Wise 
Dimension No. of 
responses 
received 
Mean St.Dev Coefficient of 
Variation 
Teacher 
Performance 
120 3.167 1.176       37.132 
Student 
Performance/ 
Achievement 
80 3.275 1.321 40.335 
Teacher Motivation 40 3.675 0.997        27.129 
 
 
discipline 
9 Has resulted in improving the 
students’ performance and 
achievement 
20 3.550 1.050 29.577 
10 Has proved to be the wastage of 
time, money and efforts 
20 4.900 1.071 56.368 
11 Has assisted in developing 
motivation among teachers towards 
their job 
20 3.600 1.142 31.722 
12 Has assisted in developing interest 
among teachers towards their job 
20 3.750 0.851 22.693 
 In the above table, all the three(3) dimensions showed a mean 
of more than 3 which stands proof that the Headmasters perceive that the 
teacher training programs result in improved performance and motivation 
of teachers alongwith enhanced student performance and achievement.   
  The frequency of responses on every dimension by the 20 
respondents has been presented in the following tables: 
Table 4.21 Frequency of Responses on ‘Teacher Performance’ 
Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
agree 
Responses 11 30 18 50 11 
Percentage 9.17 25.00 15.00 41.67 9.17 
No. of  total responses=120 
 
 From the above table, it can be concluded that on an average 
50.84% of the Headmasters perceive that the teacher training programs 
result in their improved and enhanced performance. 
Table 4.22 Frequency of Responses on Student  
                 Performance\Achievement Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
agree 
Responses 8 20 11 24 17 
Percentage 10.00 25.00 13.75 30.00 21.25 
No. of  total responses=80 
                It can be concluded from the above table that 51.25% of the 
Headmasters agree that the teacher training programs help the teachers in 
improving the overall performance and achievement of the students under 
their guidance. 
Table 4.23 Frequency of Responses on ‘Teacher Motivation’ 
Dimension 
 Strongly 
Disagree 
Disagree Neither 
agree nor 
Disagree 
Agree Strongly 
agree 
Responses 2 3 7 22 6 
Percentage 5.00 7.50 17.50 55.00 15.00 
No. of  total responses =40 
 
 The above table reveals that 70% of the Headmasters perceive 
that the training programs play a pivotal role in enhancing the motivation 
of the teachers towards their job. 
 The frequencies of responses have been further aggregated in 
a single table: 
Table 4.24 Aggregate Dimension Wise Summary of the Frequency of 
Responses 
Dimensions Strongly 
Disagree 
Disagree Neither 
agree 
nor 
Disagree 
Agree Strongly 
agree 
Total 
Teacher Performance 11 30 18 50 11 120 
Student 
Performance\Achievement 
8 20 11 24 17 80 
Teacher Motivation 2 3 6 23 6 40 
Chi square=15.542, p-value <0.05 
 The above table reveals that there is a significant association 
among responses and dimensions in case of headmasters. 
 In the light of the study hypothesis i.e. there will be no 
differences between the mean scores of teacher trainees’ immediate 
learning and Utility learning, the responses received on both set of 
questionnaires were compared (C1 stands for Immediate Learning and C2 
for Utility Learning) and the results derived were: 
Table 4.25 
Comparison of Immediate and Utility Learning of Teacher Trainees 
 N Mean St. Dev. SE Mean z-value p-value 
Immediate 
Learning 
73 3.565 0.558 0.065  
 
1.20 
 
 
 
>0.05 
 
Utility 
Learning 
73 3.449 0.606 0.071 
The above table reveals that statistically there is no significant difference. 
 The above table reveals that there is no significant difference 
between the teacher trainees’ responses on immediate learning and Utility 
learning. In other words, it can be concluded that the teacher trainees who 
are highly satisfied with the immediate learning are also satisfied on the 
utility learning. These results are in consensus with the findings of research 
study conducted by Showkat (2004). 
 From this interpretation, it can be concluded that the training 
programs must be developed in much better ways for maximizing 
immediate learning so that it results in better utility learning. The result 
derived from Table 4.25 lead support to the hypothesis and is thus 
accepted. 
 Another hypothesis of the study, i.e. there is no significant 
difference between the mean score of Headmasters and mean scores of 
Teacher Trainees on account of Utility Learning i.e. transfer of learning on 
actual job by the teacher trainees  was also put to statistical tests. The 
results obtained thereof are depicted as: 
Table 4.26 Correlation between Perception of Heads and Teacher 
Trainees’ on Utility Learning 
 Value of correlation 
coefficient 
P-value 
Headmasters 
 
 
0.953 
 
<0.01 
Teacher Trainees 
The above table reveals that there is a positive highly significant 
correlation. 
  The above table reveals that there is a positive highly 
significant correlation between the perception of Headmasters and the 
teacher trainees with respect to the Utility Learning or actual application of 
learned knowledge on job practices. In other words, it can be concluded 
that the Headmasters as well as the teacher trainees are satisfied with the 
utility learning.  
 
 Thus, from the above descriptions, it can be briefly concluded that 
the training programs play an essential role in the overall improvement and 
development of the teachers and the teaching profession. 
Chapter-5 
 
 
 
 
 
 
 
 
The ensuing chapter concludes the results drawn from the study. It also  provide 
the best possible suggestions for improving the future teacher training 
programs. 
 
 
 
 
he significance and the value of training can be better 
expressed in the most popular and often repeated quotation, 
“Give a person a fish and you feed him for a day: teach a person to fish 
and you feed him for a lifetime.” This quotation though seems simple but 
conveys a deep meaning. Mortia (1987) lays deep stress on training of 
human resources and states in his study that a business and its future are in 
the hands of the people it hires. With the demanding and challenging 
business climate, today the need for training is more pronounced than ever.     
 Earlier, the human resource management practices did not 
receive any heed from the practitioners and the employers, but the 
enhancing exponential growth and development of competition has 
compelled organizations to pay closer and deep attention towards the 
development and maintenance of human capital or human resource. As a 
T
matter of fact and the need of hour, every employee requires training for 
his job. Training in a very clear and simplistic way can be defined as a 
method whereby people get hold of abilities to aid in the accomplishment 
of organizational goals or can be simply expressed as a framework which 
assists the employees to acquire and develop their personal and 
organizational issues, knowledge and abilities (Ndunuju, 2009). 
Employees with right kind of skills, competence and innovation are 
supposed to be the great asset of an organization in particular and of a 
nation in general. 
  The quality of a nation depends on the classroom teaching in 
the schools. The quality of classroom teaching in the schools depends upon 
the quality of the teachers. The quality of the teachers depends upon the 
knowledge and skills of the teachers.  The knowledge and skills of teachers 
depend upon the training objectives which have been kept as the ideals in 
the preparation of school teachers (Udaya, 1984). Gupta (1996) describes 
that the task of teacher is central to education. Teachers are responsible for 
development of abilities in students for adjusting to changing world and 
meeting its demands. Therefore, teacher’s need ongoing training to update 
their knowledge, skills, abilities etc. as has been stated by Edutopia (2008). 
 In view of this, the study has attempted to present an 
overview of the effectiveness of teacher trainings. An attempt was made by 
the researcher to study the extent of training effectiveness and its 
evaluation. For this very purpose, a set of three different questionnaires 
was framed and were administered to the teacher trainees and their 
respective Headmasters systematically. 
 
 
 
 
 
Overall Effectiveness of Training 
   The respondents i.e. teachers depict moderate level of 
satisfaction from the training programs revealed by the mean score of 
3.565 on immediate learning and 3.449 on utility learning. 
   The teacher trainees perceive large improvement in their 
knowledge, skills and abilities with the help of training. They feel more 
confident, problem-solver and responsible on their jobs. 
    The perception of the teachers with regard to the training 
programs depicts moderate effectiveness which indicates that there is a lot 
of scope for knowledge and skill improvement by way of deliverance of 
training. 
 
Perception of Headmasters and Teachers with Regard To Training 
Programs 
 The present study reveals that no significant perceptional 
differences exist among the teacher trainees and their respective 
Headmasters.  
 In simple words, it was revealed from the study that both 
headmasters and teachers perceive the training programs similarly i.e. both 
are satisfied with them. 
Findings 
The present study after analyzing the training programs on various 
dimensions reveals the following findings:- 
Ø The teacher training programs are moderately satisfactory to a 
good extent. 
Ø The teacher trainees perceive that training plays a key role in the 
acquisition of knowledge, skills and abilities. 
Ø The teacher trainees are moderately satisfied with the appropriate 
and optimum utilization of training time. 
Ø The scale used for the current study was found valid and reliable. 
Ø Teacher trainees strictly stress upon the conduct of training 
programs on a regular basis. 
Ø Teacher trainees disagree to a very large extent upon the 
statement that training is not significant. 
Ø Teacher trainees are moderately satisfied with the subject matter 
of the training programs. 
Ø During the training program, mostly traditional training methods 
are used and use of latest techniques of teaching is rarely found. 
Ø The concept of accountability and performance appraisal is not 
prevalent. 
Ø The respondents are largely satisfied and agree upon the 
improvement of their behavior and performance on actual job 
after receiving training. 
Ø All the sample respondents possess similar perception with 
regard to the usefulness of the training programs.  
Ø The location for deliverance of training programs is not 
convenient for a good number of teacher trainees and as a result, 
the trainees face a lot of difficulty to reach there. 
Ø The trainees agree to a large extent upon the application of 
knowledge and skills learnt during the training programs on 
actual job practices. 
Ø The Headmasters perceive that training plays a key role in 
developing motivation among teachers towards their job. 
Ø Headmasters perceive that training of teachers result in improved 
student performance as well as their academic achievement. 
Ø Headmasters reflect a moderate level of agreement with regard to 
the training programs helping in making the teachers more 
responsible. 
Ø It was found that there was no difference between mean scores of 
teacher trainees on immediate learning and utility learning. 
Ø No difference existed between mean scores of Headmasters and 
mean scores of teacher trainees on transfer of learning on actual 
job practices. 
Suggestions/Implications 
                           The present study reveals that the overall training 
programs need to be further improved for efficient and effective results. 
However, the following points depict the implications of the research and 
can be considered as the researcher’s suggestions with regard to teacher 
training:  
Ø Teacher training should aim at creating a sense of devotion and 
commitment among teachers. 
Ø The trainees should be communicated the significance and 
objectives of training program beforehand. 
Ø A scientific performance appraisal system should be followed for 
effective and efficient results. 
Ø Teacher trainees need to be provided with better facilities like 
refreshment, heating and cooling arrangements, comfortable setting, 
classroom decorum, etc.  
Ø Teacher training programs need reorganization to secure the 
maximum benefits and satisfaction. 
Ø The teacher trainees should be made seriously accountable for their 
application of learned knowledge on actual job practices. 
Ø Reinforcement or incentives should be provided to the teacher 
trainees presenting improved performance. 
Ø Teacher training programs should equip prospective and present 
teachers with latest teaching techniques and strategies. 
Ø Teacher training programs should aim at enhancement and 
development of professional competence of teachers. 
Ø The fundamental function of teacher training should be to stimulate 
learning among teachers, to enhance thinking and to gain a sturdy 
grip over teaching profession. 
Ø The selection criterion should be made more systematic and 
scientific. 
Ø Teacher trainees need to be given opportunity to determine their 
own training needs. 
Ø Systematic and need-based training is the need of hour in order to 
bridge the gap between the existing skills and the required skills. 
Ø Headmasters should be consulted in the selection of teacher trainees. 
Ø The quality of training should be given a high priority. It should not 
be conducted merely for meeting statutory requirements but must be 
a focal point. 
Ø Training methods should be designed in such a manner where the 
teacher trainees are mentally as well as physically involved. For 
example: case study, role playing, group discussion etc. 
Ø Training should be able to create an enthusiastic attitude of teachers 
towards the training programs rather than considering it as break 
from routine jobs. 
Ø The venue for training program should be decided after paying due 
consideration to the convenience of the participants. 
Ø Training should be preferably organized during holidays in order to 
avoid daily routine time-table disturbance. 
Ø Training should develop understanding, interest, attitude and skills 
that would enable a teacher to fasten all round growth and 
development of students. 
Ø Teacher Training programs must influence trainees in such a way so 
that they are able to perceive their role as an agent of social change 
in the community. 
Ø A teacher must be made to perceive his role not only as the leader 
but also as a guide to the community by way of imparting training.      
Ø The subject matter of training should be more standardized in 
accordance with the emerging competitive challenges. 
Conclusion                                                                
 The main objective of training programs is to develop the 
skills and the knowledge of the employees to make them aware of their 
talent and inculcate new abilities. Teachers are trained so that they are in a 
position to utilize their talent and knowledge to the best possible level. 
   In educational sector, the teachers need to be trained for 
improved school administration, increased efficiency and achievements of 
students, creation of motivation among students, raising level of job 
satisfaction and job interest among teachers, enhanced knowledge and 
skills as has been proved by the current study. 
  When trainees are back on their actual job practices, many of 
them don’t take the application seriously. Therefore, instead of leaving 
transfer of knowledge to chance, strategies must be employed to ensure the 
transfer of learned knowledge on actual job practices. 
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Department of Business and Financial Studies 
The University of Kashmir 
(NAAC ACCREDITED GRADE A) 
 
 
 
Respected Sir/Madam 
     With great reverence I, Asiya Sultan, M.Phil Scholar in the 
Department of Business & Financial Studies request your goodself to kindly fill 
up the enclosed questionnaire aimed at measuring the effectiveness of the 
capacity building program organized by DIET and attended by you recently. 
    This questionnaire has two parts.  Part I deals with your 
background information and the Part II is intended to know your feelings about 
the effectiveness of the capacity building program organized by DIET. 
   The purpose of gathering this information is purely academic in 
nature and will remain confidential. I, therefore, request you to kindly spare a 
little time to fill up the questionnaire enclosed herewith as a kind assistance for 
the researcher. 
 
Thanking You 
 
 
 
Asiya Sultan 
M.Phil Scholar 
Deptt. Of B&F Studies  
Kashmir University. 
 
 Part I 
Background Information 
Name (optional) ________________________________________________ 
Age (in years)   _________________________________________________ 
Gender                      Male                                             Female 
Marital Status          Single                                   Married                 
Place of posting __________________________________________________ 
Place of training _________________________________________________ 
No. of days of training ____________________________________________ 
Part II 
Instructions 
 
The following items measure the extent of satisfaction you derived from the training 
program you have attended in the recent past. Record your response on a five point scale 
ranging from “1-5” where 
1 = Strongly Disagree 
2 = Disagree 
3 = Neither Agree nor Disagree 
4 = Agree  
5= Strongly Agree 
Kindly note there are right or wrong answers. Kindly respond to all the items. 
 
 (Questionnaire Ist for teacher trainees) 
S.N
o 
                                  Items      
1 The training program provided a comfortable setting 1 2 3 4 5 
2 My time during the training program was utilized effectively 1 2 3 4 5 
3 The overall training program was designed as per my 
expectations 
1 2 3 4 5 
4 The lighting and other arrangements at the training venue were 
satisfactory 
1 2 3 4 5 
5 The presentation of the material was very satisfactory 1 2 3 4 5 
6 The overall training program was quite helpful 1 2 3 4 5 
7 The LCD projectors, OHP and other audio visual aids were used 
as tools to impart training   
1 2 3 4 5 
8 The use of teaching aids like LCD projectors, OHP  and other 
audio-visual made training session interesting 
1 2 3 4 5 
9 The schedule for training program provided sufficient time to 
cover all the proposed activities 
1 2 3 4 5 
10 I delivered a lot of benefit  through my interaction with the 
trainers 
1 2 3 4 5 
11 Training needs to be imparted from time to time on a regular 
basis 
1 2 3 4 5 
12 Training program proves helpful in preparing me for classroom 
practices 
1 2 3 4 5 
13 Training material provided was quite adequate  1 2 3 4 5 
14 After undergoing training I feel more confident to tackle 
unexpected events with skill and confidence 
1 2 3 4 5 
15 The classroom ambience was encouraging and attractive 1 2 3 4 5 
16 The opportunity for interactive participation was quite 
satisfactory 
1 2 3 4 5 
17 I am very much satisfied with all aspects of the training event 1 2 3 4 5 
18 The training program was designed in accordance with the areas 
in which I wanted to expand my knowledge 
1 2 3 4 5 
19 The training was too difficult to understand 1 2 3 4 5 
20 My  career objectives were being taken care of during the training 
program 
1 2 3 4 5 
21 My strength(s) and weakness(s) were detected by the trainers and 
discussed with me 
1 2 3 4 5 
22 Teachers can learn more from books and self-study than from 
attending training programs 
1 2 3 4 5 
23 Teaching skills are learnt by experience  and training makes little 
difference 
1 2 3 4 5 
24 This training is among the best trainings I have ever received 1 2 3 4 5 
25 The trainers were quite helpful 1 2 3 4 5 
26 The usefulness is program is far from reality 1 2 3 4 5 
27 Teaching skills are inborn into the person and training makes 
little difference 
1 2 3 4 5 
28 The trainers delivered the material in clear and comprehensive 
ways 
1 2 3 4 5 
29 The training program seems to help me in acquiring teaching 
skills 
1 2 3 4 5 
30 The training g program did not help me to find any changes in my 
personal development 
1 2 3 4 5 
31 Training program was sufficiently coordinated in accordance 
with the realities of classroom 
1 2 3 4 5 
32 I would suggest my colleagues to go for same training 1 2 3 4 5 
33 The training was too technical to understand 1 2 3 4 5 
34 The trainers were knowledgeable 1 2 3 4 5 
35 Training program was organized at convenient place for majority 
of the participants 
1 2 3 4 5 
36 The training program did not cater to what the organization 
expected me to get out of it 
1 2 3 4 5 
37 Training program was sufficiently coordinated in accordance 
with the existing curriculum 
1 2 3 4 5 
38 The materials were placed at the right level 1 2 3 4 5 
 
 
 
 
 
 
 
 
 
 
 
 
  
(Questionnaire IInd for teacher trainees) 
Q.  Indicate the extent to which you agree that the training program you attended  
S.No                                   Items      
1 Has helped you to utilize your strengths  and overcome your 
weakness(s) 
1 2 3 4 5 
2 Was practicable/transferable to actual job 1 2 3 4 5 
3 Has helped you to handle and improve classroom discipline  1 2 3 4 5 
4 Has increased the motivation level due to the application of 
your  earned knowledge in actual job performance 
1 2 3 4 5 
5 Was lacking practical orientation 1 2 3 4 5 
6 Has provided a climate for your overall growth and 
development 
1 2 3 4 5 
7 Has developed a sense of responsibility and accountability 
within yourself 
1 2 3 4 5 
8 Has increased the level of job satisfaction 1 2 3 4 5 
9 Was relevant to your work situation 1 2 3 4 5 
10 Has led to the improvement and  increase  in your knowledge 
and skills 
1 2 3 4 5 
11 Was inadequate in terms of the knowledge imparted 1 2 3 4 5 
12 Has helped you to tackle unexpected events in classroom with 
more skill and confidence 
1 2 3 4 5 
 
 
 
 
Q. Please feel free to share other views/ your opinion. 
 
 
 
 
 
 
 (Questionnaire IIIrd for Headmasters) 
 
S.No Items      
1 Has catered to what the organization expected the teacher  trainees 
to get out of it 
1 2 3 4   5 
2 Has resulted in great   positive changed behavior 1 2 3 4 5 
3 Has resulted in improving the students’ performance and 
achievement 
1 2 3 4 5 
4 Has resulted in improved classroom discipline 1 2 3 4 5 
5 Has paved a way to bring improvement and  motivation among 
students  
1 2 3 4 5 
 
6 Has helped the teachers to contribute positively towards the  
overall management of school 
1 2 3 4 5 
7 Has proved to be the wastage of time, money and efforts 1 2 3 4 5 
8 Has helped the teacher trainees to overcome their  weakness(s) 1 2 3 4 5 
9 Has reduced the number of complaints from the students  and their 
parents 
1 2 3 4 5 
10 Has assisted in developing motivation among teachers towards 
their job 
1 2 3 4 5 
11 Has made the teachers to  act more responsibly 1 2 3 4 5 
12 Has assisted in developing interest among teachers towards their 
job 
1 2 3 4 5 
 
The following questions need your overall impressions and satisfaction from the 
training programs conducted by various agencies for school teachers including yours. 
You are, therefore, requested to provide your feedback on following questions:- 
Q1. List the areas where you feel that the training programs conducted are inadequate. 
___________________________________________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 
 Q2. What steps would you suggest to overcome these inadequacies? 
___________________________________________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 
Q3. Please feel free to share other views/ your opinion. 
___________________________________________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 
___________________________________________________________________ 
 
 
 
 
